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ABSTRACT 
This study explores whether employees with certain personality traits are less likely 
to leave their organizations because of the job embeddedness they have developed. Job 
embeddedness is defined by Mitchell and his colleagues (200 1) as the tendency to feel 
attached to an organization and/or living community. However, when job embeddedness 
was developed, it was framed as a situational construct. As personality leads different 
individuals to experience the same life events in a more positive or negative fashion 
(Magnus, Diener, Fujita, & Pavot, 1993), certain people might be more inclined to feel 
attached to an organization or community than others. Therefore, one of the objectives 
of this thesis is to identify personality as antecedents of job embeddedness using big five 
personality traits as the taxonomy. The second objective is to further extend the Lee et al. 
(2004) research by linking personality through job embeddedness to employees' 
intention to quit leave his/her job. 
Data were collected from 357 employees working in various industries in China. 
Structure Equation Modeling was employed to test the hypotheses. Results showed that 
Neuroticism and Openness to Experience and Agreeableness were negatively related to 
organization and community fit and sacrifice. Extraversion and Conscientiousness were 
positively related to fit and sacrifice to the organization and community. 
Conscientiousness was related to fit and sacrifice in organization and community context. 
In testing the relationships between big five, job embeddedness and turnover intention, 
results showed on-the-job embeddedness mediates the influences of Neuroticism, 
Extraversion and Contentiousness on turnover intention. Unexpectedly, off-the-job 
embeddedness was positively related to turnover intention, and Agreeableness was 
IV 
negatively related to turnover intension. Possible explanations were g1ven and 
discussions were made on the findings as well as theoretical and practical implications. 
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CHAPTER 1 INTRODUCTION 
One of the constant challenges faced by managers is the development and retention 
of talent (Mitchell, Holtom & Lee, 2001). One academic study reported that the total 
cost of employee withdrawal from organizations (including turnover, absence, lateness, 
and withholding of effort, as well as new hire recruiting selecting and training costs) is 
17% of pretax annual income (Sagie, Birati & Tziner, 2002). Turnover is believed to be 
related to low organizational knowledge, low employee morale, lower organizational 
performance, low customer satisfaction, high selection costs, and high training costs 
(Glebbeek & Bax, 2004; Huselid, 1995; Phillips, 1996, Staw, 1980). In addition, the 
decision to turnover is often the final outcome of an individual's experiences in an 
organization (Horn & Griffeth, 1995). Accordingly, many studies have used turnover as a 
criterion to evaluate the effectiveness of various organizational processes, such as 
selection (Barrick & Zimmerman, 2005; Meglino, Ravlin & DeNisi, 2000), training 
(Ganzach, Pazy, Ohayun & Brainin, 2002; Glance, Hogg & Huberman, 1997), and 
coaching/ mentoring (Lankau & Scandura, 2002; Payne & Huffman, 2005). Thus, 
understanding the factors that influence turnover gives organizations the opportunity to 
reduce selection and training costs, increase employee morale and customer satisfaction, 
and enhance organizational productivity. 
Given the fact that personal and organizational costs of leaving a job are often very 
high, organizational turnover has received substantial attention in the literature (Griffeth, 
Horn, & Gaertner, 2000). Based on March and Simon's (1958) turnover model, previous 
voluntary turnover researchers focused on why people leave, using perceived ease and 
desirability of leaving one's job to predict turnover (e.g., Griffeth et al., 2000; Mobley, 
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1977). Taking a different route, Mitchell, Holtom, Lee, Sablynski and Erez (200 1) 
looked into the factors that keep people stay and introduced a new construct entitled 'job 
embeddedness". Job embeddedness can be work related (e.g. positive relationships with 
supervisor and coworkers, good health benefits) or non-work related (e.g. spouse works 
in the same area, parents live in the same community, etc.). These work and non-work 
domains can be further divided into three types of attachment, i.e. links (how many 
people is the individual connected with?), fit (does the individual feel well matched with 
their work and non-work environment?), and sacrifice (what does the individual have to 
give up in order to leave?). Thus, job embeddedness has six dimensions - organization 
links, organization fit, organization sacrifice, community links, community fit, and 
community sacrifice. Mitchell and Lee (200 1) collectively called these six dimensions, 
which keep an individual from leaving the organization, job embeddedness. In brief, 
highly embedded individuals are less likely to leave the organization as compared to less 
embedded individuals. This model has received some empirical support (Lee, Mitchell, 
Wise & Fireman, 1996; Mitchell, Holtom,Lee, Sablynski & Erez, 2001) and shows 
much promise to expand on prior models of turnover. 
1.1 Problem Statement 
When job embeddedness was first developed, it was framed as a situational 
construct. Studies were conducted to find out the antecedences external of an individual 
such as tenure, interaction with coworkers, employee-organization relationships and 
financial benefits associated with the current job as predictors of one's job 
embeddedness (e.g. Abelson, 1987; Horn, Tsui, Wu, Lee, zhang, Fu, & Li, 2009; Maertz, 
Stevens, Campion, & Fernandez, 1996). Little research in the area probes whether there 
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is an internal motivator that makes individuals more likely to perceive factors around 
them as assets that will encourage them to stay on in their current job. Although the 
construct is largely non-affect driven, and individual differences are underemphasized in 
the main stream of study, Mitchell et al. (200 1) admitted that some of the on-the-job 
factors, such as organizational fit, do reflect some positive affect towards jobs. As 
personality leads different individuals to experience the same life events in a more 
positive or negative fashion (Magnus, Diener, Fujita, & Pavot, 1993), certain personality 
types might be more inclined to feel attached to an organization or community than 
others. The present study attempts to fill this gap by examining the relationship between 
job embeddedness and turnover intention from a dispositional perspective. 
1.2 Research Questions 
In light of the abundant research on personality, particularly on the five-factor 
model (generally known as the "Big Five") one of the research questions of this study is 
to explore whether job embeddedness is subjected to the influence of five-factor model 
of personality. The second research question examines what role does job embeddedness 
play between personality and turnover? 
More specifically, the a1m of the first question 1s to identify dispositional 
antecedents of job embeddedness. Specifically, I explore whether individuals with 
certain personality traits are more likely to develop job embeddedness and how do 
personality shape different dimensions of job embeddedness. In the field of personality, 
the five factor model has been consolidated as the most investigated and empirically 
supported model of personality (Goldberg, 1995; Goldberg & Saucier, 1995; Saucier and 
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Ostendorf, 1999). As Tupes and Christal (1961) noted long ago, the five-factor model 
can be profitably used in most applied settings where personality assessment has been 
employed. Therefore, with "big five" as the taxonomy, I exam the relationships between 
the five personality traits with each of the six dimensions of job embeddedness. 
The second aim is to further extend the Lee et al. (2004) research by linking 
personality through job embeddedness to employees' intention to leave their 
employment. Lee et al. (2004) offered some initial empirical support for job 
embeddedness' moderating effects on managerial outcomes. I strive to map how on- and 
off-the-job factors transfer the personality's impact on turnover intention. Therefore, by 
incorporating the five-factor personality model into the job embeddedness and turnover 
intention, this study proposes a new model, in which personality and turnover 
relationship are mediated by job embeddedness. 
This study also makes both theoretical and practical contributions to the field of 
organizational psychology. First, it offers a new perspective from which job 
embeddedness can be studied. The study also contributes to research in terms of 
proposing a unique model in which big five, job embeddedness, turnover are 
meaningfully connected while further confirms job embeddedness' utility. In turnover 
studies, despite the presence of dispositional traits, especially the five factor model of 
personality in most theoretical models of turnover, nearly all of the models that have 
been empirically tested treated job satisfaction as an exogenous variable (Judge, Helier, 
& Mount, 2002; Thoresen, Kaplan, Barsky, de Chermont, & Warren, 2003). By linking 
big five personality to job embeddedness, the study deviates from the traditional model 
4 
and moves a step forward to the disposition and turnover relationship. 
This thesis further makes practical contributions. By offering dispositional 
explanations for job embeddedness, the results from this thesis can assist practitioners to 
better utilize the construct. So far, many factors found by researchers that lead to 
individuals' job embeddedness, such as tenure and family structure, are beyond the 
control of organizations. Due to the intricacies and high cost involved in adopting a new 
HR system, little empirical evidence exists guiding organizations how to increase or 
benefit from employees' job embeddedness, which greatly limits the practical value of 
the construct. Meanwhile, because the tests designed to assess personality or trait affect 
are readily available for little or no cost, and these dispositional traits have also been 
shown to predict job performance (Barrick & Mount, 1991; Barrick, Mount, & Judge, 
2001; Salgado 2003), the utility of using pre-hire assessment that predicts job 
embeddedness could be substantial. If job embeddedness can be captured by personnel 
selection, it would be easier for organizations to utilize the existing research. Therefore, 
using big five traits to predict job embeddedness and turnover not only generates a 
unique model in which disposition and turnover are meaningfully connected, but also 
offers a practical way through which the job embeddedness and turnover relationship 
can be utilized by practitioners through personnel selection, helping organizations to 
detect employees that are prone to stay. 
The structure of this thesis is organized as follows. Chapter 2 contains literature 
review and hypotheses. I describe the major antecedents and processes that have been 
identified in traditional models of turnover and then explain why job embeddedness 
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explains additional vanance 1n turnover. Further, by exannn1ng the five-factor 
personality model, first, I develop hypotheses in respect of each of the factor and its 
relations to the individual dimensions of job embeddedness. Next, I discuss some 
processes through which on- and off-the job embeddedness lead to turnover intention 
and describe how job embeddedness mediates the relationship between five factor model 
and turnover intention. Based on the literature reviewed, hypotheses are developed in 
Chapters 3. In Chapter 4, the first part describes the methods and findings of 
relationships between big five personalities and the six dimensions of job embeddedness. 
This is followed by the second part focusing on both on- and off- the job embeddedness 
as a mediator between Big Five and Turnover Intention as proposed in this thesis. Finally, 
Chapter 5 provides a summary discussion and concludes with both theoretical and 
practical implications. 
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CHAPTER 2 LITERATURE REVIEW 
In this section, I will first describe the core models in turnover research. Instead of 
listing out the models by chronological order, this section is developed by reviewing the 
major antecedents and processes that researchers have identified as relevant to turnover 
decision. The new job embeddedness model encompasses many of the core models by 
including the path from dissatisfaction to turnover as one of the four paths that could 
lead an employee to leave the organization. The main purpose is to give a clear picture 
of what had been done in the area of turnover and to demonstrate how job embeddedness 
advances our understanding about turnover. Later, I will highlight the role personality 
plays in turnover models and develop hypotheses on how one of the personality 
prototypes, big five personality, may influence individuals' development of job 
embeddedness. 
2.1 Turnover Study 
The study of turnover has a rich theoretical history in which multiple models 
have been advanced to understand its complexity (Griffeth et al., 2000). One of the 
earliest models of turnover was developed by March and Simon in 1958. This model 
describes individuals and organizations as being in a state of equilibrium. According to 
their model, the members contribute to the organization while the organization provides 
members with compensation in return. When the compensation provided by the 
organization is no longer balanced with the contribution of the organizational members, 
individuals leave the organization. This equilibrium between individual contribution and 
organizational compensation is a function of two motivational components, which are 
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perceived desirability of the job and perceived ease of movement. Perceived desirability 
of the job is influenced by job satisfaction and organizational size, because larger 
organizational size increases the chances of an intra-organizational transfer. And an 
individual's perceived ease of movement is influenced by the number of perceived 
opportunities outside of the organization, determined by the state of the economy, the 
number of firms the individual can access. In their model, March and Simon also 
identified individual's traits and characteristics such as tenure, gender and age as key 
determinants of perceived ease of movement. Even though few studies have directly 
tested this model, it has had an influence on many of the following theories of turnover 
(Horn & Griffeth, 1995). 
2.1.1 Antecedents 
Based on March and Simon's turnover model, various antecedents have been identified 
by later researchers. Porter and Steers (1973) introduced employee's met expectations as 
a driving factor for turnover. Price (1977) further identified five primary determinants of 
turnover - namely pay levels, integration (defined as the involvement one has in one 's 
relationship with a supervisor or coworker ), instrumental communication (defined as 
how clearly the work role is communicated to the employee), formal communication 
(defined as how well the organizational communicates practices and policies), and 
centralization (defined as the distribution of power in the organization). He proposed 
that the first four determinants are positively related to turnover via satisfaction, and 
centralization is negatively related to turnover. Further modifications proposed by Price 
and Mueller ( 1981, 1986) included such as forming close friendships at work, earning 
good and fair compensation, kinship responsibility, and training opportunity as 
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antecedents of job satisfaction and intent to leave. Specifically, they added 
organizational commitment as a mediator between these two variables. Other researchers 
looked at a number of antecedents of turnover in isolation. For example, Graen, Liden, 
and Hoel (1982) found that the quality of the leader-member exchange relationship, 
predicted employee turnover, and Pfeffer (1983) argued for the importance of 
demographic fit. 
Besides the attention to individual variables, turnover research also started to 
incorporate an increased number of organizational level variables. Abelson (1993) 
proposed that organizational culture can influence employees sense-making and social 
information processes that trigger withdrawal cognitions. In another exemplary study, 
pay dispersion, defined as the amount of pay inequality within an organization's pay 
system, predicted turnover among university administrators such that turnover was lower 
at institutions with more compressed pay structures (Pfeffer & Davis-Blake, 1992). 
Heterogeneity in tenure was found to lead to lower levels of group social integration, 
which subsequently influenced individual turnover (O'Reilly, Caldwell, & Barnett, 
1989). 
In addition to conducting turnover research in organizational levels, researchers 
have a growing interest in person-context interface. These variables included, among 
others, person-organization fit, mentoring, and network centrality. In 1991, O'Reilly, 
Chatman, and Caldwell found that employees whose individual values did not match 
with the organization's values (low person-organization fit) were more likely to turn 
over after 20 months of tenure. In 1996, Kristof presented a comprehensive definition 
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and conceptual model of person-organization (P-0) fit that incorporates supplementary 
as well as complementary perspectives on fit. P-0 fit was distinguished from other 
forms of environmental compatibility, such as person-group and person-vocation fit. It 
is defined as the compatibility between people and organizations that occurs when: (a) at 
least one entity provides what the other needs, or (b) they share similar fundamental 
characteristics, or (c) both. This definition recognizes the multiple conceptualizations of 
P-0 fit and allows for both the supplementary and complementary perspectives to be 
considered concurrently. Further, the establishment of mentoring relationships was 
shown to reduce subordinates' turnover intentions (Via tor & Scandura, 1991; Payne & 
Huffman, 2005). Taking a social network perspective, McPherson, Popielarz, and 
Drobnic (1992) found that individuals with more ties within an organization's social 
network were less likely to turnover. They argued that the probability that members will 
enter or leave the group depends upon the number and strength of social network ties 
that connect group members to each other and to nonmembers. Results suggested weak 
ties and network connections that span greater distances in socio-demographic space are 
positively correlated with leaving current groups and joining new ones. 
2.1.2 Processes 
Other than adding additional antecedents to employee turnover model, the idea 
of treating turnover as a process has received extensive attention. Mobley ( 1977) first 
identified a comprehensive withdrawal process and shed light on the sequence of steps 
employees go through before turning over. His intermediate linkages model proposed a 
set of withdrawal cognitions (e.g., thoughts of quitting, expected utility of withdrawal) 
and job-search behaviors (e.g., job search, evaluate alternatives) that link job 
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dissatisfaction to actual turnover behavior. Later, Mobley, Griffeth, Hand, and Meglino 
(1979) suggested that employees may engage in alternative withdrawal behaviors such 
as increased absenteeism and lateness. They proposed an expended model in which 
employee values, job perceptions, and labor market perceptions combined to influence 
withdrawal intentions via the linkages. They also recognized potential moderating 
effects on the turnover decision. For example, it was hypothesized that the centrality of 
non-work values and the need for immediate gratification moderate the effects of job 
satisfaction and expected utilities on turnover, and that impulsivity moderates the 
relationship between turnover intentions and actual turnover. 
Steers and Mow day (1981) attempted to incorporate all pnor "piecemeal" 
turnover models into a comprehensive process model of voluntary employee turnover. 
The model includes many of the same factors as the Mobley et al. (1979) model 
described above. Affective responses (including job satisfaction as well as organizational 
commitment and job involvement) influence desire and intention to stay or leave. As in 
other models, desire and intention to stay or leave directly lead to the individual leaving 
or staying (Lee & Mowday, 1987), but this relationship is moderated by alternative job 
opportunities (i.e., if the individual perceived other attractive opportunities, their 
expectations from the job might change). This model identifies job expectations and 
values, job performance, and organizational experiences as predictors of the individual's 
affective response to a job. In addition to this basic framework, there are several factors 
that influence these relationships. For example, job expectations are influenced by 
individual characteristics, available information about the job and organization, and 
alternative job opportunities. 
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A more unconventional turnover theory was introduced by Sheridan and Abelson's 
(1983). The model incorporates two withdrawal determinants, organizational 
commitment and job tension, which define a two-dimensional control surface with 
withdrawal behavior as a third, vertical axis. The model made some unique predictions 
and suggested, for example, that employees with dissimilar commitment and tension 
levels may exhibit the same level of withdrawal behavior. Then Horn, Griffeth and 
Sellaro (1984) drew from Mobley's process model to propose an alternative model that 
suggests two decision paths. Once employees think about quitting, intend to quit, and 
evaluate the expected utility of quitting, they either undertake a job search and compare 
their available alternatives to their current job or directly resign. Horn and Griffeth (1991) 
used structural equation modeling (SEM) to compare these models and found the new 
model to have a better fit than the original Mobley model. Finally, drawing from image 
theory, Lee and Mitchell's (1994) advanced the turnover process with unfolding model 
of turnover. They suggested that employees may follow five decision paths prior to 
actual turnover instead of always going through accumulated job dissatisfaction. 
Sometimes people leave without much deliberation at all. Path one deviates most from 
the traditional process in that it commences with an environmental event (shock), rather 
than dissatisfaction, that causes the enactment of a quitting script with little rational 
deliberation. A shock was defined as a jarring event that triggers the psychological 
analyses involved in quitting a job. Two of the other paths are initiated by shocks while 
two are more traditional paths driven by accumulated job dissatisfaction. In general, the 
model emphasizes the complexity and dynamics of the turnover process and suggests 
that future turnover research needs to take into account how people leave their jobs. 
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The models briefly outlined above have initiated and significantly advanced 
turnover research. But Johns (2002) reviewed the literature and summarized that the 
main problem with the withdrawal model is that "it connotes a single cause or motive to 
behaviour that are surely complexly determined". This is true in spite of the fact that the 
role of the individual's personality and disposition provides important foundation for 
many theoretical models of turnover. For example, in March and Simon's (1958) model, 
the researchers hypothesized that individual differences influence the perceived ease of 
movement to jobs outside the current employer. Mobley et al. (1979) predicted that 
numerous individual differences, including personality and impulsivity, would affect 
turnover decisions. Similarly, in their 1981 model, Steers and Mowday (1981) placed 
individual attributes and values as the earliest precursors to turnover. Finally, Horn and 
Griffeth (1995) developed an integrative model of turnover that included negative 
affectivity and commitment propensity as antecedents to work-related attitudes and 
turnover decisions. These results demonstrate that dispositional traits are an important 
predictor of the antecedents to turnover, and thus should be included in any 
comprehensive model of organizational withdrawal. 
2.3 Five-Factor Model of Personality 
While a number of researchers have investigated the validity of personality 
measures for personnel purposes (e.g., Ghiselli, 1973; Schmitt, Goading, Noe, & Kirsch, 
1984), at the time they conducted their studies no well-accepted taxonomy existed for 
classifying personality traits, making it difficult for a consistent, meaningful conclusion 
for the relationship between particular personality constructs and performance criteria in 
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different occupations. In the past 20 years, the vtews of many personality 
psychologists have converged regarding the structure and concepts of personality. 
Generally, researchers agree that there are five robust factors of personality that can 
serve as a meaningful taxonomy for classifying personality attributes (Digman, 1989). In 
the following paragraphs, I will briefly summarize the relevant studies about the 
relationship between five personality traits and turnover decisions. 
2.3.1 Five-Factor Model and Turnover 
Factor one, Extraversion, represents the tendency to be outgoing, assertive, active, 
and excitement seeking. Individuals scoring high on Extraversion are strongly 
predisposed to the experience of positive emotions (Watson & Clark, 1997). Factor two, 
Agreeableness, consists of tendencies to be kind, gentle, trusting and trustworthy, and 
warm. Factor three, Conscientiousness, is indicated by two major facets: achievement 
and dependability. Conscientiousness is the trait from the five-factor model that, 
according to Barrick and Mount (1991), best correlates with job performance. Factor 
four, Neuroticism, often labeled by its opposite, emotional stability, is the tendency to be 
anxious, fearful, depressed, and moody. According to McCrae and Costa ( 1991 ), 
emotional stability is the principal Big Five trait that leads to life satisfaction and 
freedom from depression and other mental ailments. Finally, Factor five, Openness to 
Experience represents the tendency to be creative, imaginative, perceptive, and 
thoughtful. 
The Big Five traits are broad personality constructs that are manifested in more 
specific traits. Massive literature has accumulated to provide evidence for the usefulness 
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of the five-factor model across different theoretical frameworks (Goldberg, 1981 ); using 
different instruments (e.g., Costa & McCrae, 1988; McCrae & Costa, 1987,1991), in 
different cultures (e.g., Bond, Nakazato, & Shiraishi, 1975; Noller, Law, & Cmrey, 
1987); using ratings obtained from different sources (E.g., Digman & Takemoto-Chock, 
1981; McCrae & Costa, 1987); and with a variety of samples (Digman, 1990). Thus, the 
same universal personality characteristics should be relevant for employees regardless of 
individuals' nationality or country of assignment. 
Research has been conducted to evaluate the relationship between the five factor 
personality traits and turnover. Neuroticism has been proposed as an important 
personality characteristic for employee's adjustment to the job, in that stress is often 
associated with intention of quitting. For example, Barrick and Zimmerman suggested 
that neurotic individuals may be more apt to quit early in their job tenure when job 
demands are novel and uncertain than later in their tenure. In discussing the affective 
motivational forces influencing turnover, Meartz and Griffeth (2004) noted that those 
employees who have negative views of their work environment are more likely to leave. 
In addition, the insecurity aspects of those lower in emotional stability should also cause 
them to be more likely to quit, especially early in their job tenure. In his meta-analysis, 
Zimmerman (2008) found that Neuroticism has the strongest correlation with intention 
to quit (r = -.29). Salgado (2002) also found that the best predictor of lack of turnover 
was emotional stability with an operational validity of .35. Using the sample of 
expatriates, Caligiuri (2000) found a negative relationship between neuroticism and 
turnover. 
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Furthermore, Buss (1991) suggests that humans, who can discern hierarchical 
positions within their social environment through their extroversion, would achieve a 
greater reproductive success and preservation of life. Extroverts can successfully assert 
themselves and navigate through the hierarchy or their social environment to achieve 
personal success, reducing their intention to leave the current environment. Zimmerman 
(2008) found in his meta-analysis that Extraversion has negative relationships with 
intent to quit (r = -.12). Impulsivity has been found to negatively relate to 
Conscientiousness and Agreeableness (Clark & Watson, 1999; Eysenck, 1997) with 
impulsive quitting a key component in several models of turnover. 
As discussed by Maertz and colleagues (Maertz & Campion, 2004; Maertz & 
Griffeth, 2004), Conscientiousness likely influences the contractual and moral/ethical 
motivational forces that affect turnover. Maertz and Griffeth (2004) suggested that 
individuals who consider leaving their employers may ask themselves, "Do I owe any 
obligation to the organization that I would break by leaving?" For contractual forces, 
those higher in Conscientiousness are more likely to believe these contractual 
obligations exist and are more likely to adhere to them. These feelings of obligation may 
form from numerous factors, including fair treatment, fulfillment of promises, or 
perceived organizational support (Eisenberger, Armeli, Rexwinkel, Lynch, & Rhoades, 
2001 ). Therefore, as long as the employee adheres to the norms of reciprocity 
(Eisenberger et al., 2001 ), he or she is apt to stay in the organization until the perceived 
debt is repaid (Settoon, Bennett, & Liden, 1996). 
Researchers suggested that the compliance and dependence aspects of 
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Agreeableness are likely to cause employees high in Agreeableness to perceive 
contractual obligations to stay with the organization (Maertz & Griffeth, 2004). Finally, 
the negative side of Agreeableness has been found to be a component of acting 
impulsively (Clark & Watson, 1999; Eysenck, 1997) and engage in spontaneous quitting 
(Lee & Mitchell, 1994; Mobley et al., 1979). 
In discussing the moral/ethical motivational forces influencing voluntary-turnover 
decisions, Maertz and Griffeth (2004) suggest that those high in Openness to Experience 
would value changing jobs and would therefore be more apt to leave an organization. As 
with Conscientiousness and its hypothesized relationship with unplanned quitting, 
Openness is also linked to turnover. However, unlike those low in Conscientiousness 
who may be engaging in these behaviors from a negative perspective (i.e., due to low 
dependability or not feeling a sense of obligation), those high in Openness may approach 
it from a positive perspective (i.e., personal growth, becoming more experienced, etc.). 
Therefore, individuals higher in Openness are more likely to leave the organization to 
explore other opportunities, regardless of how they feel about their job. 
While turnover models have increasingly become more complex, the most 
variance is still explained by some of the originally proposed variables, which are job 
attitudes (job satisfaction and job commitment), job alternatives, and job search (Griffeth 
et al., 2000). However, a meta-analysis from Griffeth et al. (2000) indicates that 
organizational and attachment variables have relatively little explanatory power. The 
consistent but weak links among attitude, perceived alternative, search, and turnover 
suggest that many other meaningful topics have been neglected (Mitchell et al. , 2001 ). 
17 
Although many studies incorporate non-work elements such as non-work values and 
social relations outside of work, those are only a variety of factors that have been 
empirically associated with retention, but not extensively integrated into the turnover 
models. Job embeddedness, on the other hand, including both on and off the job factors 
that influence staying, takes a unique approach to explaining turnover and was proved to 
explain significant incremental variance over and above job satisfaction, organizational 
commitment, job alternatives, and job search (e.g., Cunningham, Fink & Sagas, 2005). 
2.2 Job Embeddedness 
Drawing from the perspectives of embedded figures and field theory (Lewin, 1951 ), 
Mitchell et al. (200 1) develop the concept of job embeddedness, which describes the 
factors that keep an individual from leaving the organization, in spite of experiencing 
situations that might lead to thoughts of leaving. The construct is comprised of three 
elements: (a) the links people have to other people or activities, (b) the fit (match) 
between the person's jobs and communities and their personal life, and (c) the extent to 
which people would have to make a sacrifice to break these links. The following section 
will further discuss the construct with empirical evidence. 
2.2.1 Links 
According to Mitchell et al. (200 1 ), links are formal or informal connections 
between a person, and institutions or other people. Embeddedness suggests that a 
number of strands connect an employee and his or her family in a social, psychological, 
and financial web that includes work and non-work friends, groups, the community, and 
the physical environment in which he or she lives. The higher the number of links 
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between the person and the organization, the more an employee is bound to the job and 
the organization both functionally and emotionally (Burt, 2001; Maertz & Griffeth, 
2004). A number of empirical studies have demonstrated that an individual's links to 
people within an organization increase attachment to that organization. A study by 
Mossholder, Setton and Henagan (2005) focused on the relational aspect of an 
individual's decision to leave an organization. They collected data on the number of 
links an individual had with others in the organization (network centrality), job 
satisfaction, and turnover among 215 employees in a regional medical centre. The results 
showed that a higher number of links to the organization was significantly related to 
lower turnover, above job satisfaction. Another study by Friedman and Holtom (2002) 
found that managerial minority employees who had joined one of the company's 
network groups (where minority members meet either socially or for discussions about 
what is going on in the company during their personal time) were more likely to stay 
with the organization. 
There are also a number of research studies that demonstrate the importance of 
non-work links to organizational outcomes. Cohen (1995) measured links in the 
non-work domain by asking employees about their hobbies and recreational activities 
outside of work, affiliation to political parties, and affiliation to other organizations 
outside of work. He found that individuals' non-work involvement was positively 
correlated with commitment to the organization. In a study that provides evidence for the 
importance of these community links, Lee and Maurer ( 1999) found that having a 
spouse was related to improved retention. They also found that the number of children 
was positively related to improved retention. In another aspect, Mitchell and Lee (200 1) 
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suggested that having a spouse and children is part of community links, making the 
individual more embedded in the community, possibly due to the fact that the spouse's 
job in the same area and the children's school in the same community. 
2.2.2 Fit 
Fit is defined as an employee's perceived compatibility or comfort with an 
organization and with his or her environment. According to the concept of job 
embeddedness, an employee's personal values, career goals and plans for the future must 
"fit" with the larger corporate culture and the demands of his or her immediate job. In 
addition, Mitchell et al., (200 1) also found that a person will consider how well he or she 
fits the community and surrounding environment. Studies have shown that 
person-organization fit predicted actual turnover (e.g. Chatman, 1991; O'Reilly, 
Chatman & Caldwell, 1991). Chan (1996) suggested that having one's personal 
attributes fit with one's job may decrease turnover. Additionally, Villanova, Bernardin, 
Johnson, and Dahmus (1994) found that lack of job compatibility predicted turnover. 
Therefore, a person's fit with job and organization is perceived to be related to 
attachments to the organization. 
Studies have also shown that a person's perception of fit outside the organization, 
or their fit to the community, is an important predictor of turnover. For example, 
Feldman and Bolino (1998) examined employee willingness to move when their 
organization was relocating. They found that people who were attached to the present 
community, had lived longer in the community and had parents living in the present 
community were less likely to be willing to relocate. Similarly, Shaffer and Harrision 
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(1998) in a study of expatriate adjustment found that non-work variables, such as 
satisfaction with community and housing, were related to withdrawal cognitions. 
2.2.3 Sacrifice 
According to Mitchell et al. (200 1 ), sacrifice captures the perceived cost of 
material or psychological benefits that may be forfeited by leaving one's job. A 
number of studies provide support for this dimension. For example, Feldman and 
Bolino's (1998) study found that the importance of benefits provided by the organization 
was positively related to willingness to relocate. Similarly, Shaw, Delery, Jenkins and 
Gupta (1998) collected data from multiple trucking organizations on the attractiveness of 
the pay and benefits packages they offered to their employees and found the negative 
relationship to turnover intention. They also recognized opportunities for job stability 
and advancement as important potential sacrifices through leaving an organization. 
Though there are very few studies that directly measure sacrifice associated with the 
community, Mitchell et al. (200 1) found that community sacrifice, such as leaving a safe 
community or leaving a community in which one is liked and respected, was negatively 
related to voluntary turnover. This suggests that expected loss of positive relationships 
within the community is a factor that can hold people back from leaving an organization. 
These three elements may be important in the organizational and community 
context. Job embeddedness can be work related, (e.g. positive relationships with 
supervisor and coworkers, good health benefits etc) or non-work related (e.g. spouse 
works in the same area, parents live in the same community, etc.). Thus, job 
embeddedness can be conceived of as a three by two matrix in vvhich links, fit, and 
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sacrifice are associated with the organizations 1n which employees work and the 
communities in which they live. 
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CHAPTER3HYPOTHESESDEVELOPMENT 
3.1 Five-Factor Model and Job Embeddedness 
Despite the presence of individual traits in most theoretical models of turnover, 
most models empirically tested that include personality treated job satisfaction and/or 
organizational commitment as dependent variables. For instance, significant empirical 
research has shown relationships between individual dispositions and job satisfaction, an 
important predictor of turnover (Judge, Helier & Mount, 2002; Judge & Bono, 2002). 
Although there has been limited research examining the relationships between individual 
traits and turnover itself, there as been considerable research showing a moderate to 
strong relationship between dispositional traits and attitudinal variables that have been 
shown to be related to turnover. Despite the obvious importance in retaining high 
performing employees through increasing their job satisfaction, other employees may be 
more likely to remain with the organization even under less-than-ideal circumstances. 
Understanding the impact of dispositional traits on job embeddedness is important both 
theoretically and practically. Figure 1 shows the hypothesized relationships between 
































































































































































































































































Neuroticism, also known inversely as Emotional Stability, refers generally to a lack 
of positive psychological adjustment and emotional stability. Emmons, Diener, & Larsen, 
(1985) found that neurotic people have a tendency to experience negative affects. Those 
who score high on Neuroticism may experience primarily one specific negative feeling 
such as anxiety, anger, or depression (McCrae & Costa, 1987), which may cause them to 
be prone to switch jobs because of a poor perceived of fit. On one hand, because 
people high on Neuroticism tend to select themselves into situations that foster negative 
affect (Emmons et al., 1985), they are more likely to have negative evaluation for the 
organization and community. Researchers have also found a negative relationship 
between Neuroticism and life satisfaction (e.g. DeNeve & Cooper, 1998; Connolly & 
Viswesvaran, 2000). Further empirical evidence supports these arguments as frequent 
negative moods leads to higher conflicts with coworkers (Organ, 1994), which increases 
the employee's stress levels (Spector & lex, 1998), and prevents him or her from 
effectively socializing into the organizations (Cote, 2005). A similar relationship can 
also be inferred in a non-work related setting in that neurotic people can easily feel 
unsatisfied with the surrounding environment. 
On the other hand, McCrae and Costa ( 1991) suggested that people high in 
neuroticism lack self-confidence and self-esteem. They tend to be unsure about their 
ability to perform the job (Judge & Ilies, 2002). Watson and Clark (1984) determined 
that minor frustrations will be deemed as hopelessly difficult and ordinary situations will 
be perceived as threatening. Therefore, they tend to overestimate the difficulties and are 
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inclined to see themselves as incompetent for the tasks assigned. According to Mitchell 
et al.'s (200 1) theory, an employee must fit with the demands, such as job knowledge, 
skills, and abilities, of his or her immediate job. The better the fit an employee perceives 
with an organization and with his or her environment, the higher the likelihood that an 
employee will feel professionally and personally tied to an organization. The tendency 
of negative evaluation of environment and personal ability makes neurotic employees 
less likely to perceive themselves as fit to organization and community. 
As neurotic individuals are more likely to experience negative moods, such negative 
outlook may make neurotic individuals view others negatively, thus feeling less attracted 
by others. As argued earlier, the negative view of others combined with the 
self-enhancement motivation suggests that neurotic individuals may feel reluctant to 
identify themselves with others and perceive a higher level dissimilarity from others. In 
addition, as neurotic individuals are more likely to feel anxious, insecure, stressed, and 
vulnerable, the differences between them and others may be viewed more pronounced 
by neurotic people, leading to a heightened level of perceived deep-level dissimilarity. 
The similarity-attraction paradigm as well as the social identity (Byrne, 1971) and 
self-categorization theories (Tajfel & Turner, 1986; Turner, 1987) suggest that 
individuals who perceived themselves as similar to their workgroups find it easier to 
display positive attitudes and behaviors towards their group members. On the other hand, 
individuals who perceive a high level of dissimilarity will feel reluctant to communicate 
with others and are more likely to withdraw from social interactions. Klein et al. (2004) 
found Neuroticism negatively predicted an individual 's friendship network centrality, 
and positively predicted an individual's adversarial network centrality. Therefore, I 
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propose that Neuroticism is negatively related to organization and community link. 
According to Mitchell et al. (200 1 ), sacrifice captures the psychological cost of 
leaving a workplace. Individuals with more links and better sense of fit with the current 
environment personally may find turnover costly. As discussed above, neurotic people 
tend to form a negative opinion towards the environment, and tend not to perceive 
compatibility with the current organizations and community, the idea of leaving might 
lead to less sacrifice for them. Furthermore, researchers suggested that employees 
exhibiting neurotic characteristics, such as worry, nervousness, temperamentalness, and 
self-pity, will tend to be less successful than more emotionally stable individuals in all 
occupations studied because these traits tend to inhibit rather than facilitate the 
accomplishment of work tasks (Barrick & Mount, 1991; Salgado, 1997; Judge & Bono, 
2001 ). Several meta-analyses have found consistent negative relationship between 
Neuroticism and Job performance (Barrick & Mount, 1991; Salgado, 1997; Judge & 
Bono, 2001 ). According to Mitchell et al., (200 1 ), the more benefits a person is likely to 
give up, such as pay, respect, job stability and advancement, the greater sacrifice he or 
she is going to experience if they leave the current job. I thus propose a negative 
relationship between Neuroticism and organizational and community sacrifice. 
Hypothesis 1 a. Neuroticism is negatively related to organizational fit. 
Hypothesis 1 b. Neuroticism is negatively related to community fit 
Hypothesis 1 c. Neuroticism is negatively related to organizational/ink. 
Hypothesis 1 d. Neuroticism is negatively related to community link 
Hypothesis 1 e. Neuroticism is negatively related to organizational sacrifice. 
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Hypothesis If Neuroticism is negatively related to community sacrifice. 
2.4.2 Extraversion 
Whereas Neuroticism is related to the experience of negative life events, extraverts 
are predisposed to experience positive emotions (Costa & McCrae, 1992). Traits 
frequently associated with extraversion include being sociable, gregarious, assertive, 
talkative, and active (Barrick & Mount, 1991). One would expect that the factors that 
make extraverted individuals to be happy in life would also lead them to be happy in 
their jobs. Gray (1971, 1981, & 1987) offered a psychobiological explanation for the 
role of personality on distinct emotional states. Gray proposed that there are two 
neurologically based motivational systems: the behavioral activation system (BAS) and 
the behavioral inhibition system (BIS). These systems respectively regulate behavior in 
the presence of reward or punishment signals. The BAS and BIS have been 
operationalized in trait-like terms, such as extraversion or positive emotionality being 
linked to BAS, whereas the BIS has usually been linked to neuroticism or negative 
emotionality (Larsen & Ketelaar, 1991; Tellegen, 1985). The positive emotions often 
experienced by extraverts (Watson & Clark, 1992) may make them more likely to view 
others in a more positive light and thus feel more positively toward them (George & 
Brief, 1992). Similar as the arguments above, the general liking of and attraction to 
others may make extraverts feel like an in-group member. Because extraversion is 
strongly related to subjective well-being, more positive affect may lead to positive 
attitude towards organization and community fit. 
DeNeve and Cooper (1998) recognized Extraversion as the key aspect of the "happy 
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personality", and described happy individuals as not only having specific personality 
traits, but also having strong relationships (Myers & Diener, 1995), which bring people 
more links. The self-enhancement principle of the social identity theory suggests that 
individuals are generally motivated to define their own identity and others' identity in 
their social environment in a way that may enhance their own self-esteem (Ashforth & 
Mael, 1989; Riordan, 2000). Since extraverted individuals welcome and enjoy social 
interactions and it is likely that they perceive less deep-level dissimilarity between 
themselves. Otherwise, as argued earlier based on the theories of similarity attraction 
and social identity, the heightened dissimilarity perception would make it more difficult 
for them to seek frequent interactions with others. Extraverts frequently display a great 
deal of commitment to social groups and activities (Judge, Martocchio & Thorensen, 
1997); they are more talkative, active and assertive than their introverted counterparts. 
Extraversion stems primarily from connections with others in terms of the quantity and 
quality of the relationships (DeNeve & Cooper, 1998). An extravert gains energy by 
associating with others and loses energy when alone for any period of time (Barrick & 
Mount, 1991 ). An introvert is just the opposite, as they gain energy from doing 
individual activities such as watching movies or reading and lose energy, sometimes to 
the point of exhaustion, from social activities. 
Recent research has also showed that personality traits can help individuals 
overcome the negative effects of actual demographic dissimilarity to the workgroup 
(Flynn, Chatman, and Spataro, 2001) and achieve more desirable positions within their 
work units' social networks (Klein et al., 2004; Mehra, Kilduff, & Brass, 2001). Buss 
(1991) suggests that humans, who can discern hierarchical positions within their social 
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environment through their extroversion, would achieve a greater reproductive success 
and preservation of life. These extroverted individuals can successfully assert 
themselves and navigate through the hierarchy of their social environment to achieve 
personal success. Evidence also indicates that extraverts have more friends and spend 
more time in social situations than introverts and, because of their social facility, are 
likely to find interpersonal interactions (such as those that occur at work) more 
rewarding (Watson & Clark, 1997). Employees with the above ties are likely to be 
embedded in a professional network because the links are important form of social 
capital (Coleman, 1988). Social capital is a value-enhancing asset obtained through the 
network relationships of an individual (Granovetter, 1992; Adler & Kwon, 2002). In this 
way, for extraverts, leaving the current environment might entail the sacrifice of career 
success and interpersonal intimacy established in the current environment, I thus 
hypothesize that Extraversion is positively related to organization and community 
sacrifice. 
Hypothesis 2a. Extraversion is positively related to organizational fit. 
Hypothesis 2 b. Extraversion is positively related to community fit. 
Hypothesis 2c. Extraversion is positively related to organizational/ink. 
Hypothesis 2d. Extraversion is positively related to community link. 
Hypothesis 2e. Extraversion is negatively related to organizational sacrifice. 
Hypothesis 2f Extraversion is negatively related to community sacrifice. 
2.4.3 Conscientiousness 
Conscientiousness can be closely related to sacrifice in job embeddedness. 
Conscientiousness is characterized by personal competence, dutifulness, self-discipline, 
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and deliberation. There is evidence that the Conscientiousness construct is closely 
related to achievement orientation and has been labeled by some researchers, such as 
Digman and Takemoto-Chock (1981 ), as the will to achieve. Conscientious people set 
higher goals for themselves and tend to achieve more in work settings (Barrick & Mount, 
1991). Barrick and Mount (1991) found that Conscientiousness taps traits that are 
important to the accomplishment of work tasks in all jobs. Those individuals who 
exhibit traits associated with a strong sense of purpose, obligation and persistence 
generally perform better than those who do not. Organ and Lingl (1995) argued that this 
general work involvement tendency leads to a greater likelihood of obtaining satisfying 
work rewards, both formal (e.g., pay, promotions) and informal (e.g., recognition, 
respect, feelings of personal accomplishment), which enhance quality of life, such as 
bigger house and respect from community members (Ones & Visvesvaran, 1996b). As 
suggested by Mitchell et al. (200 1 ), the more benefits a person is going to give up, such 
as pay, respect, job stability and advancement, the greater sacrifice he or she is going to 
face when leaving the current job. Therefore, it can be inferred that individuals score 
high on Conscientiousness will more likely to have a successful career in the current job, 
and they may have to give up more benefits when leaving an organization and 
community thus have greater job embeddedness. 
Moreover, conscientious employees may be more likely to feel a sense of fit with 
organizations. As the notion of self-control is regarded as a key component of 
Conscientiousness (Costa & McCrae, 1992b ), people scoring high on this dimension 
adapt better to the surrounding environment. Csikszentmihalyi (1990) reported that 
optimal experiences, called "flow" experiences, typically take place when a person is 
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highly challenged and yet has the skills to meet the challenge. Results suggest that 
characteristically engaging in tasks and exerting control provides opportunities for flow 
experience, helping employees develop work related skills and cope with difficulties 
encountered. This can be especially important for employees at early stage of their 
career where job demands are novel and experience are insufficient. In addition, because 
people gain satisfaction about what they are doing through "flow" experience, they tend 
to feel more comfortable with their surrounding environment. Researchers also found 
conscientiousness is positively related to job satisfaction (Judge et al., 2002) and life 
satisfaction (DeNeva & Cooper, 1998), leading to better perceived fit for organization 
and community. Likewise, engaging in goal-directed activity and exerting control over 
oneself and one's environment enhances quality of life; making conscientious people 
more likely to feel satisfied with and perceive compatibility with their living in the 
community and less willing to leave. For example, Zimmerman (2008) found in his 
meta-analysis that Conscientiousness has negative relationships with intent to quit (r = 
-.16). 
Hogan (1996) suggests that individuals' reputations are evaluated according to the 
Big Five personality characteristics. These reputations, in turn, affect individuals' status 
and social acceptance. Giving the impression to others that one is conscientiousness is 
an adaptive mechanism to enhance one's reputation in the organization (Caliguri, 2000). 
From this socioanalytical perspective, employees perceived to be conscientious are 
trusted in the organization. Therefore, it is understandable that conscientious people tend 
to be relied upon by coworkers and have a network of supportive relationships (Myers & 
Diener, 1995). Thus, I also hypothesize that conscientious people have more links in 
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organization and community. 
Hypothesis 3a. Conscientiousness is positively related to organizational/ink. 
Hypothesis 3 b. Conscientiousness is positively related to community link. 
Hypothesis 3c. Conscientiousness is positively related to organizational fit. 
Hypothesis 3d. Conscientiousness is positively related to community fit. 
Hypothesis 3c. Conscientiousness is positively related to organizational sacrifice. 
Hypothesis 3d. Conscientiousness is positively related to community sacrifice. 
2.4.4 Openness to Experience 
Costa and McCrae (1988) found that open individuals have a strong need for change, 
making them less willing to stay in the current place. The relationship can be understood 
from the perspective of job embeddedness. According to McCrae (1987), openness to 
experience correlates with creativity and divergent thinking. Barrick and Mount (1991) 
also found that people high on this dimension are experience seeking. With a motivation 
to pursue new experience, open-mined people are more likely to be unsatisfied with the 
status quo and feel a lower sense of fit as she or he stays longer in the job. In addition, 
Lorr and Manning (1978) suggested that people score high on this dimension can be 
rule-free. They may have a stronger reaction to the rules and regulations forced on them. 
Heine , Buchtel, and Norenzayan (2008) found people high in perceived Openness to 
Experience has lower life satisfaction than those low in openness Therefore, 
open-minded people may be more sensitive to constrains they face in the current 
environment and more likely to feel poor sense of fit. 
Different from people low on openness to experience who prefer to keep the existing 
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relationship, open people generally have wide range of interests, so that they are willing 
to establish connections with different type of people and perceive a larger number of 
alternate employment opportunities (March & Simon, 1958). However, within the 
organization, open-minded people are not necessarily well connected. Open-mined 
people can be idiosyncratic and original, making it difficult for eo-workers to understand 
their behavior and keep up with them. In addition, open-minded people are dominant in 
nature (McCrae & Costa, 1987). They might not function well in teams that require 
cooperation and compromises. Therefore, for people score high on Openness to 
Experience tend to have lower links in companies and organizations. 
Individuals high on openness to experience, generally regarded as intelligent and 
insightful, are more likely to possess cognitive complexity and intuitive perceptual 
accuracy to accurately perceive and interpret the situation and take actions accordingly 
(McCrea, 1996). This trait helps them perceive a larger number of alternate employment 
opportunities (March & Simon, 1958), and adapt to the new environment easily. Among 
the many factors keeping people stay, non-portable benefits, termed as "sacrifice" by 
Mite hell et al. (200 1 ), play a salient buffering role to turnover. With confidence and 
ability to build up comparable networks and achievement in the new job, open-minded 
people find leaving the current working or living environment less threatening or risky, 
and they are more willing to explore new opportunities. Therefore, for open people, the 
opportunities that will bring them new experiences tend to outweigh the material and 
psychological benefits that may be forfeited by leaving a job. I thus hypothesize that 
openness to experience is negatively related to the sacrifice dimension. 
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Hypothesis 4a. Openness to Experience is negatively related to organizational fit. 
Hypothesis 4b. Openness to Experience is negatively related to community fit 
Hypothesis 4c. Openness to Experience is negatively related to organizational/ink. 
Hypothesis 4d. Openness to Experience is negatively related to community link 
Hypothesis 4e. Openness to Experience is negatively related to organizational 
sacrifice. 
Hypothesis 4f Openness to Experience is negatively related to community sacrifice. 
2.4.5 Agreeableness 
There are two ways through which Agreeableness is related to job embeddedness. 
First, it is suggested that agreeable individuals have greater motivation to achieve 
interpersonal intimacy (McCrae & Costa, 1991). Researcher found that individuals who 
are more agreeable have an easier time forming social alliances (Buss, 1991). Compared 
with disagreeable people who are less likely to extend themselves for other people 
because their skepticism about others' motives causes them to be suspicious, unfriendly, 
and uncooperative, agreeable people are trusting and will take initiative to get along with 
others (Organ & Lingl, 1995). Barrick, Stewart, and Piotrowski (2002) found 
Agreeableness to be associated with a communion striving intent, which stimulates 
acceptance-seeking behaviors. Meanwhile, agreeableness is often associated with traits 
such as courteous, good-natured, and concerned with other's interest (Wiggins, 1996), it 
is understandable that it is easier for agreeable people to be accepted and liked in the 
surrounding environment, thus bringing them more friends and connections within an 
organization or community. In their meta-analysis, DeNeve and Cooper (1998) 
suggested that agreeableness foster more and better relationships. Klein et al. (2004) also 
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reported that more agreeable employees acquired more friendship ties and fewer 
adversarial ties within their work units' network. I thus propose a positive relationship 
between agreeableness and organizational and community link. 
In addition, those employees who are able to establish a social network may have a 
more positive experience in the organization and community. Being agreeable not only 
win an employee more friends, kind and likable nature also helps him or her to create a 
favorable environment in which one can easily fit in because he or she is less likely to 
have conflict with colleagues and neighbours. Meanwhile, according to the concept of 
job embeddedness, an employee's personal values, career goals must fit with the larger 
corporate culture. The tendency to be compliant makes agreeable people more likely to 
follow the organizational rules and regulation, and to adapt to surrounding environment 
because they are more cooperative and flexible in nature, and tend to deal with conflicts 
collaboratively. For example, Black (1990) suggests that agreeable expatriates report 
greater cross-cultural adjustment. I contend that the tendency to actively adjust oneself 
to the environment does not limit to expatriates and that agreeable people are more 
likely to adjust themselves to be in tune with organization's values, and have a higher 
tendency to feel the sense of fit. 
Agreeableness not only leads individuals to have more links and easier fit to 
organizations, it can also be related to sacrifice. One reason is that leaving an 
environment where one has built up favorable image and interpersonal intimacy might 
consist of psychological loss to individuals. According to previous study, to preserve 
one's social position, individuals must not only discern hierarchical positions, but also 
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form reciprocal social alliances (Buss, 1991 ). Although the discerning hierarchical 
positions can be achieved through extroversion, the ability to form reciprocal social 
alliances is achieved through the personality characteristic of agreeableness (Buss, 1991). 
In other words, agreeable people might be more capable of forming and maintaining 
work and non-work social alliances adaptive for his or her success on the assignment, 
making leaving personally costly. As a result, for Agreeableness, I hypothesize: 
Hypothesis 5a. Agreeableness is positively related to organizational link. 
Hypothesis 5b. Agreeableness is positively related to community link. 
Hypothesis 5c. Agreeableness is positively related to organizational fit. 
Hypothesis 5d. Agreeableness is positively related to community fit. 
Hypothesis 5e. Agreeableness is positively related to organizational sacrifice. 
Hypothesis 5 f Agreeableness is positively related to community sacrifice. 
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CHAPTER 4 METHOD AND RESULTS 
4.1 Study 1 
4.1.1 Participants and Procedure 
The data of the study were collected from paper-based surveys and online based 
surveys. Paper based surveys were distributed to 250 employees in two separate 
organizational units in Shenzhen, China. Company A is a privately owned construction 
consultancy company founded in 1991. It has 217 employees. The company mainly 
designs energy saving plans for government and commercial buildings. Company B is 
a privately owned Zhejiang-based wood trading company. It was founded in 1995 and 
has over 436 employees nationwide. There were 53 employees located in its 
Shenzhen-office. Participants completed a 20-minute survey that included questions on 
Big five personality, job embeddedness, turnover intentions, positive-negative affectivity 
and demographics. To assure all respondents that their individual responses would not 
be revealed to members of their working unit, we collected questionnaires immediately 
after completion. One hundred and six employees from Company A and 32 employees 
from company B completed the first survey. When the two companies were combined, 
there were finally 132 surveys from the two companies which both employee responses 
and managerial ratings could be matched. In terms of jobs represented in the usable 
sample, 25% held administration positions, 26% held clerical positions, 49% held 
technician or sales positions. Overall, the sample was not significantly different from the 
whole employee population of the two companies in terms of gender, age, tenure. The 
sample underrepresented technical and sales positions (57%) and overrepresented 
administration positions (20o/o) and clerical positions (23%). This was likely due to the 
fact that technicians and sales staff often work at clients' premises during normal 
38 
working hours, while administration and clerical positions work almost exclusively in 
the office. 
For online-based surveys, I sent the link of the subordinate questionnaire to people 
in different organizations and industries through alumni networks such as Facebook and 
kaixin.com and asked them to recommend the link to their colleagues. Respondents 
filled in the questionnaires in a voluntary base. Respondents were from banks, 
accounting firms, trading companies, schools, hospitals and government organizations. 
For the online survey, 227 completed questionnaires were received. Thus, the final 
sample consisted of 227 online surveys and 130 paper surveys and the total number of 
357 employee surveys were adopted in the study. Within the combined sample, 55% 
were male; the average age was 28.5 years (s.d. = 4.94). Thirty-nine percent of the 
sample were married. The average tenure with the organization was 5.5 years (s.d. = 
5.1). In terms of educational level, 4% had a high school degree, 15% had attended some 
college, 56% of the respondents had a bachelor's degree, and 24% had a master's degree 
or above. The result of one-way ANOVA showed that the three sources of samples did 
not differ in age, but differed in gender, tenure, education, and marrital status. The 
details of the sample characteristics of the two groups and the combined sample were 
summarized in Table 1. 
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TABLE 1 Demographic Characteristics of Respondents 
Combined sample S.D. Company sample Online sample 
Average age 28.5 4.94 29 28 
Average tenure 2.9 2.7 2.5 3 
Male 45% 56% 38% 
Married 39% 55% 30% 
Educational level 
High school 4% 7% 2% 
College 15% 26% 8% 
Bachelor's degree 56% 62% 53% 
Master's degree or above 24o/o 2% 37% 
4.1.2 Measures 
Respondents were asked to fill out a questionnaire to respond to questions related to 
their demographic information (age, gender, marital status, job position and tenure), job 
embeddedness, personality, positive and negative affectivity as well as turnover intention. 
The back-translation technique outlined by Brislin (1986) was used to develop the 
Chinese version of the questionnaire. Both the English and Chinese version of the 
questionnaire are provided in Appendix. All the measures included in the survey are 
described in detail below. 
Job embeddedness. A 36-item scale that measures the s1x dimensions of job 
embeddedness developed by Mitchell et al. , (2001) was adopted in the current study. 
Some items will be anchored by a 7-point Likert scale from 1 (strongly disagree) to 7 
(strongly agree), whereas others have yes, no, or fill-in-the-blank response options. 
Sample items for community fit included: "I really love the place where I live", "The 
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area where I live offers the leisure activities that I like", and "The weather where I live is 
suitable for me"; the Cronbach's alpha for the scale was .83. Community sacrifice 
included items such as: "Leaving this community would be very hard", "If I were to 
leave the community, I would miss my neighborhood", and "If I were to leave the 
community, I would miss my non-work friends"; the Cronbach's alpha for the scale 
was .73. For Organization fit, items included: "I like the members of my work group", 
"My job utilizes my skills and talents well", and "I fit with the company's culture"; the 
reliability was .86. Organizational sacrifice included items such as: "I would sacrifice a 
lot if I left this job" and "The prospects for continuing employment with this company 
are excellent"; the reliability was .91. Sample questions for organizational links were: 
"How long have you been in your present position?", "How many coworkers do you 
interact with regularly?" and "How many coworkers are highly dependent on you?" 
Questions asked for community links were "How long have you lived in your 
community?", "Are you currently married?" and "Do you own the home you live in?" 
Similar to the results found by Mitchell et al. (200 1) and Mallol et al. (2007), reliabilities 
for Organizational links (a = .54) and Community links (a = .68) are low. Following 
Mitchell et al. (2001 ), I created Z-scores for the fill-in questions (such as tenure in the 
organization and number of coworkers interact with regularly) before including them in 
the calculation of the aggregate variables. 
Personality. Considering the fatigue and short attention span of some subjects, 
which makes short-form measures desirable, I used a 30-item scale from McCrae and 
Costa's (1987) study. Each dimension of personality was measured by six items. Each 
item contained a pair of antonym about common human traits. Participants responded on 
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a 7 point scale indicating how they see themselves at the present time, with 1 
representing they agree strongly with the adjective on the left and 7 indicating agree 
strongly with the adjective on the right. For Neuroticism, sample items included: 
"calm-worrying", "unemotional-emotional", and "objective-subjective". The reliability 
for the scale was .85. Openness to Experience included: "conventional-original", 
"uncreative-creative", and "uncurious-curious" · 
' 
the reliability was .77. For 
Agreeableness, sample items were: "uncooperative-helpful", "rude-courteous" and 
"critical-lenient"; the reliability was .83. Sample items for Consciousness were: 
"aimless-ambitious", "late-punctual" and "disorganized-organized"; the reliability for the 
scale was .82. Antonyms for Extroversion included: "quiet-talkative", "passive-active" 
and "retiring-social"; the reliability was .76. 
Control variables. The results of the one-way ANOVA showed that the samples 
from the three sources were alike in age, but differed in firm tenure, gender, and 
education, marriage status, house ownership.. Given sample differences in these 
demographic attributes and past turnover research, I included gender and education as 
controls (Griffeth, Horn, & Gaertner, 2000). I excluded tenure, marriage status, because 
they were components in the embeddedness index (Mitchell et al., 2001). I also 
excluded age, which is highly correlated with tenure (r = .74, p < .001) and job 
embeddedness (Giosan et al., 2005). Controlling age and tenure and other items 
contained in job embeddedness would have spuriously attenuated predictive validity of 
job embeddedness. Because the respondents were from various industries, I also 
controlled firm ownership (state owned, foreign owned, privately owned; Wang et al., 
2003). Due to empirical evidences that personality and trait affect are strongly related 
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(Clack & Watson, 1999; Mayer & Shack, 1989) I also include positive and negative 
affectivity as control variables. Latent variable SEM tests treated control variables as 
exogenous influences on outcome measures (Eisenberger, Armeli, Rexwindel, Lynch & 
Rhoades, 2001). 
4.1.3 Results 
Table 2 shows the means, standard deviations, and correlations for all variables in 
this study. As shown in Table 2, Neuroticism, Conscientiousness and Extraversion 
were significantly related to fit and sacrifice in organization and community context, 
providing preliminary support to Hla-Hld, H2a-H2d. Extraversion was positively 
related to fit to organization, sacrifice to organization, sacrifice to community and links 
to community. Organizational links was negatively related to negative affectivity (r = 
-.12, p < .05), However, links to organization was not correlated with any of the five 




































































































































































































































































































































































































































































































































































































































































































































































































































I then tested the psychometric properties of the measures. For the initial CFA, each 
latent variable in SEM needs to be explicitly assigned a metric or measurement range 
(Kline, 1998). I did so by setting a path for each latent variable to 1.0. Factor loadings 
were also set equal to 1.0 for non-latent variables. As the chi-square test is sensitive to 
sample size, overall model fit will be examined by various fit indices, including 
root-mean-square error of approximation (RMSEA), non-normed fit index (NNFI;), 
incremental fit index (IFI), and comparative fit index (CFI). When a hypothesized model 
fully captures the data from a sample population, the NNFI, CFI and NNFI are expected 
to have values of 1.0, and the RMSEA, a value of 0.0. Although standards for such 
indexes are difficult to establish, a reasonable model fit is obtained when the RMSEA is 
below 0.08 (Browne & Cudeck, 1993), and the NNFI, IFI, and CFI values are above 
0.90 (Byrne, 1998). When job embeddedness was treated as six dimensions, the values 
on the fit indexes indicated the measurement model had adequate fit Ci(440) = 1087.25,, 
p < .001, CFI = .95, NNFI = .94, IFI = .95, and RMSEA = .06). As Hair, Anderson, 
Tatham, and Black (1998) noted, once an overall CFA model has been accepted, "Each 
of the constructs can be evaluated separately by: (1) examining the indicator loadings for 
statistical significance and (2) assessing the construct's reliability and variance 
extracted" (1998: 652). Results for the CFA indicate that the relationship between each 
indicator and its respective variable was statistically significant (p < .001 ), and no 
significant cross loadings existed, verifying the posited relationship among indicators 
and constructs, and thus, convergent validity. For evidence of discriminant validity, the 
bivariate interitem correlations in Table 2 provide some initial evidence of discriminant 
validity. Except for fit to organizational fit and sacrifice, no interfactor correlation is 
above the recommended level of .65 (Tabachnick & Tidell, 1996). A ten-factor 
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measurement model (Neuroticism, Extraversion, Concientiousness, Openness to 
Experience, Agreeableness, organization fit, links, sacrifice; community fit, links, 
sacrifice, positive affectivity, negative affectivity) fit the data well. 
I next tested discriminant validity in several ways. First, the confirmatory factor 
analysis showed that the one-factor measurement model did not fit the data well, (x2( 495) 
= 7123.95, , p < .001, CFI = .66, NNFI = .64, IFI = .66, and RMSEA = .194). A 
chi-square difference test, Xdirr 2 (55) = 6036.70, contrasting this model to the six-factor 
model was significant, indicating discriminably different factors. For further evidence of 
discriminant validity, an exploratory factor analysis with varimax rotation was 
conducted on all self-reported items for job embeddedness, big five personality traits, 
positive affectivity and negative affectivity. Visual inspection of the scree plot suggested 
a ten-factor solution. Items for the fit and sacrifice dimensions of on-the-job 
embeddedness loaded on factor 1 (however, one sacrifice item did not load at all). Items 
for the fit and sacrifice dimensions of off-the-job embeddedness loaded on factor 2. The 
links items for on- and off-the-job embeddedness loaded on factor 3. Items for the five 
personality traits, positive affectivity and negative affectivity were loaded on seven 
different factors. Results showed no single factor emerged from the factor analysis. The 
ten factors together accounted for 59 percent of the total variance; the first (largest) 
factor did not account for a majority of the variance (19%). Thus, no general factor is 
apparent. The separate factors for job embeddedness, big five personality traits and 
positive negative affectivity suggest some evidence of discriminant validity. While the 
results of these analyses do not preclude the possibility of common method variance, 
they do suggest that common method variance is not of great concern and thus is 
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unlikely to confound the interpretations of results. 
To test the hypotheses, I first tested the influences big five personalities have on the 
six dimensions of job embeddedness by transforming Figure 1 into the structural model. 
The model showed acceptable fit (x2(2176) = 6243.52, p < .001, NNFI = .90, CFI = .90, 
IFI = .90, and RMSEA = .072). The standardized parameter estimates for the proposed 
models are reported in Table 3 to aid the interpretation. In hypothesis 1, I argue that 
Neuroticism is negatively related to organization and community fit, links, and sacrifice. 
Results showed that Neuroticism is significantly related to organization fit (~ = -2.18, p 
< .05), community fit(~= -.90, p < .05), organization sacrifice (~ = -2.54, p < .05), and 
community sacrifice(~= -l.39,p < .05), lending support to Hypothesis la, lb, le and lf. 
For Extraversion, results showed that Extraversion was positively related to organization 
fit(~= 6.27, p < .01) and community fit(~= 2.60, p < .05), and organization sacrifice(~ 
= 7.25, p < .05), and sacrifice to community(~= 3.80, p < .01), but not for community 
link (H2d). Results support for the Hypothesis 2a, 2b, 2e and 2f. I also hypothesized that 
Conscientious people are more likely to perceive fit, links and sacrifice in organization 
and community contest. Except for links to organization, Conscientiousness was 
significantly related to fit to organization (~ = .25, p < .01), and between 
Conscientiousness and fit to organization (~ = .69, p < .1 0), fit to community (~ = .39, p 
< .05), sacrifice to organization(~= .74, p < .10), and sacrifice to community(~= .46, p 
< .1 0), supporting H3a, 3b, 3e and 3f. In Hypothesis 4, I predicted that Openness to 
Experience is negatively related to the six dimension of job embeddedness. Results 
showed that the personality traits was negatively related to fir to organization (~ = 4.24, 
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p < .OS), fit to community(~= 1.93, p < .OS), sacrifice to organization(~= 4.92, p < .OS), 
and sacrifice to community (~ = 2.SS, p < .OS), supporting H4a, 4b, 4e and 4f. As last, I 
proposed that Agreeableness is positively related to the organizational and community fit , 
links and sacrifice. But results showed that Agreeableness was negatively related to fit to 
organization (~ = -2.44, p < .OS) or community (~ = -1.14, p < .OS), sacrifice to 
organization(~= -2.90, p < .OS), and sacrifice to community(~= -l.S3, p < .01), failing 
to support HSa, Sb, Se and Sf. Contrary to the prediction, links to organization and 
community did not show any significant relationship to any of the big five personality 
traits, so Hlc, Id, 2c, 2d, 3c, 3d, 4c, 4d, Se, Sd were not supported. 
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TABLE3 Standardized Parameter Estimates for the Paths Between Big Five and JE 
Hypotheses Path description Estimates T 
Hypothesis 1 a Neuroticism-+ fit to organization -2.18* -2.52 
Hypothesis 1 b Neuroticism-+ fit to community -.90* -2.30 
Hypothesis le Neuroticism-+ links to organization -.23 -1.17 
Hypothesis 1 d Neuroticism-+ links to organization -.14 -.81 
Hypothesis le Neuroticism-+ sacrifice to organization -2.54* -2.48 
Hypothesis lf Neuroticism-+ sacrifice to community -1.39* -2.54 
Hypothesis 2a Extraversion-+ fit to organization 6.25** 2.61 
Hypothesis 2b Extraversion-+ fit to community 2.60* 2.39 
Hypothesis 2c Extraversion-+ links to organization .76 1.43 
Hypothesis 2d Extraversion-+ links to community .04 .09 
Hypothesis 2e Extraversion-+ sacrifice to organization 7.25* 2.46 
Hypothesis 2f Extraversion-+ sacrifice to community 3.80** 2.62 
Hypothesis 3 a Conscientiousness-+ fit to organization .69t 1.84 
Hypothesis 3b Conscientiousness-+ fit to community .39* 2.24 
Hypothesis 3c Conscientiousness-+ links to organization .08 0.97 
Hypothesis 3d Conscientiousness-+ links to community -.14t -1.80 
Hypothesis 3e Conscientiousness-+ sacrifice to organization .74t 1.89 
Hypothesis 3f Conscientiousness-+ sacrifice to community .46t 1.70 
Hypothesis 4a Openness to experience-+ fit to organization -4.24* -2.54 
Hypothesis 4b Openness to experience-+ fit to community -1.93* -2.54 
Hypothesis 4c Openness to experience-+ links to organization -.48 -1.32 
Hypothesis 4d Openness to experience-+ links to community -.01 -.03 
Hypothesis 4e Openness to experience-+ sacrifice to organization -4.92* -2.38 
Hypothesis 4f Openness to experience-+ sacrifice to community -2.55* -2.55 
Hypothesis 5a Agreeableness-+ fit to organization -2.44** -2.62 
Hypothesis 5b Agreeableness-+ fit to community -1.14** -2.69 
Hypothesis 4c Openness to experience-+ sacrifice to organization -.30 -1.46 
Hypothesis 4d Openness to experience-+ sacrifice to community .04 .20 
Hypothesis 4e Openness to experience-+ sacrifice to organization -2.90* -2.54 
Hypothesis 4f Openness to experience-+ sacrifice to community -1.53** -2.69 
**p<.Ol 














































































































































































4.2 Study 2 
4.2.1 Job Embeddedness as a Mediator 
Reflecting the situation of people's being integrated in a social web, job 
embeddedness is a retention construct which captures a sizable portion of the decision to 
leave the organization (Lee et al., 2004). Mitchell et al. (2001) provided initial 
empirical support for the negative relationship between job embeddedness and turnover. 
They found that aggregated job embeddedness correlated with intention to leave and 
predicted subsequent voluntary turnover after the effects of gender, satisfaction, 
commitment, job search, and perceived alternatives had been controlled. Although 
Mitchell et al. (2001) initially described Job embeddedness as a formative construct 
whereby the sum total of the job embeddedness is greater than its dimensions and 
components; subsequent research indicates that the dimensions differentially predict 
outcomes. Alien (2006) also noted that there exists some evidence of the discriminant 
validity of organizational and community embeddedness. Lee et al. (2004) argued that 
the prospect of unemployment will have stronger immediate effects on a person's 
non-work related life so that people who are embedded in community will have 
additional consideration about turnover other than job satisfaction and commitment. As 
study 1 has established the relationship between big five and job embeddedness, in study 
2, I will strive to map how on- and off-the-job factors transfer the personality's impact 
on turnover intention. FIGURE 3 shows the proposed relationship between five 









































































































































































































4.2.1.1 On-the-job Embeddedness with Turnover Intention 
Job embeddedness was originally conceptualized as a retention construct. Mitchell 
et al. (200 1) reasoned that once employees become enmeshed within an organization, 
employees would be unlikely to leave. The results of their study showed that compared 
to off-the-job embeddedness, on the job embeddedness have a stronger relationship to 
turnover intention (r = -.57, p < .01). Moreover, Alien (2006) found evidence that 
work-related sources of support impact employee turnover. 
Many researchers have suggested that the greater the number of ties an individual 
has in the organization, the more likely he or she is attached at both a functional and an 
emotional level (Burt, 2001; Kahn 1998; Krackhardt & Porter, 1986; Maertz & Griffeth, 
2004). I suggest that employees with more links in the organizational are less likely to 
turnover via the social capital (Adler & Kwon, 2002) framework. Ng and Chua (2006) 
suggest that typical workplace ties include career guidance ties, task advice ties and 
economic resources ties. Employees with the above ties are likely to be embedded in a 
professional network because the links are important form of social capital, which takes 
the form of tacit know-how, professional advice, information pertinent to an 
organization, access to others, and information about the external market ( Coleman, 
1988; Nahapiet & Ghoshal, 1998). Social capital is a value-enhancing asset obtained 
through the network relationships of an individual (Granovetter, 1992; Adler & Kwon, 
2002). The more links an employee established in the organization, the more network 
centrality he or she enjoys, leading to greater involvement with coworkers because 
central individuals are valued as sources of future assistance, whether the purpose is 
work-related or more personal (Mossholder, Settoon, & Henagan, 2005; Sparrowe, 
Liden, Wayne, & Kraimer, 2001). Therefore, thinking of the forgoing social capital if 
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leave the current organization tends to reduce individual's turnover intention. 
The effects of organization fit on turnover can be explained by the social 
identification process (Tajfel, 1982; Turner, 1987). According to social identity theory, 
people derive their identity largely from the social categories to which they belong 
(Tajfel, 1982). Any one individual may have multiple sources of identity, and those 
sources or categories may vary in their salience for different individuals and in different 
social contexts. Those people who have a sense of fit with an organization or job tend to 
identify themselves as an integrated part of that organization or immediate working team. 
Once a person's group identity is determined, attraction between in-group members may 
lead to increased interaction, communication, and friendship formation (Tsui & Farh, 
1997). Furthermore, individuals who perceive fit to organization possess a social identity 
that reflect the norms and values of the group they belong to (Tajfel & Turner, 1979) 
because social categorization of self assimilates self to the in-group prototype and 
depersonalizes self-conception (Hogg & Terry, 2000). As a result, in-group members 
often engage in positive stereotyping of their group and negative stereotyping of other 
groups (Rao et al., 2000). It produces, for instance, normative behavior, stereotyping, 
ethnocentrism, positive in-group attitudes and cohesion (Hogg & Terry, 2000). Therefore, 
employees high in organizational fit will become attached to an organization not only 
because of the unwillingness to give up on the connections developed but also because 
of the negative connotation associated with joining other groups that have been 
negatively stereotyped in the past. Therefore, it is hypothesized that: 
Hypothesis 6. On-the-job embeddedness is negatively related to turnover intention. 
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4.2.1.2 Off-the-job Embeddedness and Turnover Intention 
It is suggested that community link can influence employees' turnover decision via 
social identification process. Compared with organizational links, community links such 
as family ties provide a more salient base for social categorization because they are 
characterized by relatively permanent, expressive relationships (Zedeck, 1992). People 
make emotional investment in close relationships, express genuine care and concern for 
the welfare of partners, and believe in the intrinsic virtue of such relationships (Pennings 
& Woiceshyn, 1987; Rempel et al., 1985). In return, these expressive ties provide the 
focal person with greater emotional and social support, deeper personal relationships, 
stronger internal bonds, and greater affective sentiments (Balkundi & Harrison, 2006), 
all of which are essential to the development of a social identity. In fact, McPhearson, 
Smith-Lovin and Brashers (2006), using data from the General Social Survey, found that 
there was an increasing reliance on family networks involving parents and spouses, as 
compared to non-kin networks among Americans from 1985 to 2004. Once a person's 
social identity has established, he or she will consider the influence of changing jobs on 
other in-group members when making turnover decisions, especially when relocation is 
involved, as he or she put the group wellbeing into the first priority. As a result, the 
higher the number of close ties an individual established off the job, the more likely that 
community links will buffer an employee's leaving intention. 
As discussed above, links external of an organization can work as the shield 
against turnover, I content that the same mechanism works for the community fit as well. 
Among the multiple sources of identity, close ties outside organizations usually provide 
a more permanent and salient base for self-identity (Zedeck, 1992). Because individuals 
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possessing a social identity reflect the norms and values of the group they belong to 
(Tajfel and Turner, 1979), when there are conflicts between the role one has at work and 
the role one has in community, the more permanent role tends to prevail. People will 
keep the identification with a more salient base and sacrifice the contradicting one. So 
people usually choose to family instead of company when the interests of two parties fail 
to reconcile. Orthner and Pittman (1986) found that family's support for career was the 
most important predictor of career commitment among married men in the Air Force. 
Studies with American expatriates identified family opinions as related to turnover 
intentions (Black & Stephens, 1989; Caligiuri, Hyland, Joshi & Bross, 1998; Shaffer, 
Harrison, Gilley, & Luk, 2001). Therefore, if the immediate in-group members think the 
employee is fit for the job, he or she will be more likely to stay in the organization to the 
extend that decision agrees with the value of the recognized group. 
Though there are very few studies that directly measure sacrifice associated with 
the community, Mitchell et al. (200 1) found that community sacrifice, such as leaving a 
safe community or leaving a community in which one is liked and respected, is 
negatively related to voluntary turnover, especially when there is no alternative in the 
same community. In line with the previous argument, social identity serves as a basis 
for exchanged relationship because it defines the nature and content of the relationships. 
Although instrumental considerations for physical and social capital loss may also be 
involved for keeping the existing relationships, the benefits exchanged often take on 
value because they symbolize the quality of the relationships. Leaving such exchange 
relationships that define one's identity may entail a psychic loss, making withdrawal 
costly to individuals. This suggests that expected loss of positive relationships within the 
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community is a factor that can hold people back from leaving an organization. 
Hypothesis 7. Off-the-job embeddedness is negatively related to turnover intention. 
4.2.1.3 Job Embeddedness Mediating Big Five and Turnover Intention 
The mediation of overall job attitudes (such as job satisfaction and commitment) is 
well established in the current literature (Chiu, 2003; Liao, et al., 2008; Yousef, 2002; 
Zimmerman, 2006). Liao et al. (2008) found overall job attitude mediates the 
relationship of personality and withdrawal behavior and turnover. Specifically, they 
found Extraversion and Agreeableness reduce an individual's perceived deep-level 
dissimilarity to coworkers in the workgroup, which can influence the formation of sense 
of fit and social identity in the organization. The sense of fit and social identity 
developed towards an organization in turn influence overall job attitude, such as job 
satisfaction and job commitment, and finally cast influence on voluntary turnover. As 
person- organization fit (Arthur, Bell, Doverspike, & Villado, 2006) and turnover (Horn 
& Kinicki, 2001) formulations imply that job embeddedness decreases quit intentions 
through higher fit and sacrifice, I propose that personality might not only influence 
turnover through individual's overall job attitude, but also through job embeddedness. 
Studies affirm that job embeddedness is positively relates to affective commitment and 
decisions to stay (Crossley et al., 2007; Giosan et al., 2005; Lee et al., 2004; Mitchell et 
al., 2001). Mitchell et al., (2001) acknowledged that employee fit with organization 
"may reflect some positive affect toward jobs", and these authors cited corroborating 
evidence that affect toward colleagues deters exits (Horn & Griffeth, 1995). In addition, 
Horn et al. (2008) found job embeddedness mediates the relationship between 
employment relations and quit intentions, and the effect of job embeddedness is more 
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enduring than social exchange. In the present study, the mediation effect of job 
embeddedness on personality traits and turnover will be investigated. 
As discussed in the previous section, Neurotic people tend to have higher conflicts 
with coworkers (Organ, 1994), which increases the employee's stress levels (Spector & 
Jex, 1998), and prevents him or her from effectively accumulating social capital in 
organizations and living environment (Cote, 2005). Therefore, they tend to feel less 
attached to the current organization, and have higher intention to leave. On the contrary, 
Extraversion was recognized by DeNeve and Cooper (1998) as the key aspect of the 
"happy personality". One would expect that the factors that cause emotionally stable and 
extraverted individuals to be happy in life would also lead them to be happy in their jobs. 
Extraverts frequently display a great deal of commitment to social groups and activities 
(Judge, Martocchio & Thorensen, 1997). Through happy personality and desire for 
reaching for people, extraverts tend not to see differences in surrounding people, so they 
are more likely to be embedded because of the social identity developed in the current 
group and less likely to quit. Conscientious people are found to have strong sense of 
purpose, obligation and persistence generally perform better than those who do not 
(Barrick & Mount, 1991). Organ and Lingl (1995) suggested that those people 
characteristically have a general work involvement tendency, which leads them to a 
greater likelihood of obtaining satisfying formal and informal work rewards, which 
include less willing to quit. Agreeableness is usually associated with capacity for 'getting 
along' with others in pleasant, harmonious relationships (Barman, Penner, Allen, and 
Motowidlo, 2001 ). This trait could facilitate the development of social identity in the 
current environment, making agreeable people more embedded less willing to leave. 
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Costa and McCrae (1988) also found that open individuals are better able to understand 
and adapt to other's perspectives. Individuals high on openness to experience, generally 
regarded as intelligent and insightful, are more likely to possess cognitive complexity 
and intuitive perceptual accuracy to accurately perceive and interpret the situation and 
take actions accordingly (McCrea, 1996), making adaptation to the new environment 
easier for them. As a result, they are not bound by the inertia created by links and 
sacrifice in the current job, thus feeling easier about changing jobs. 
In summary, the five personality traits tend to influence employees sense of 
embeddedness on- and off-the-job, resulting in lower turnover intention. I thus make the 
following hypotheses: 
Hypothesis 8a. On-the-job embeddedness mediates the relationships between 
Neuroticism and turnover intention. 
Hypothesis 8b. On-the-job embeddedness mediates the relationships between 
Extraversion and turnover intention. 
Hypothesis 8c. On-the-job embeddedness mediates the relationships between 
Conscientiousness and turnover intention. 
Hypothesis 8d. On-the-job embeddedness mediates the relationships between 
Openness to Experience and turnover intention. 
Hypothesis 8e. On-the-job embeddedness mediates the relationships between 
Agreeableness and turnover intention. 
Hypothesis 9a. Off-the-job embeddedness mediates the relationships between 
Neuroticism and turnover intention. 
Hypothesis 9b. Off-the-job embeddedness mediates the relationships between 
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Extraversion and turnover intention. 
Hypothesis 9c. Off-the-job embeddedness mediates the relationships between 
Conscientiousness and turnover intention. 
Hypothesis 9d. Off-the-job embeddedness mediates the relationships between 
Openness to Experience and turnover intention. 
Hypothesis 9e. Off-the-job embeddedness mediates the relationships between 
Agreeableness and turnover intention. 
4.2.2 Participants and Measures 
The data for study 2 were 357 surveys collected from the same source and time as 
study 1. Besides the demographic information (age, gender, marital status, job position 
and tenure), job embeddedness, and personality that the respondents were asked to fill 
out in the questionnaire in study 1, respondents were asked to rate their turnover 
intention. Turnover intention was measured by three items adopted from Carmnann, 
Fichman, Jenkins and Klesh (1979). Items include: "I often think of leaving the 
organization", "It is very possible that I will look for a new job next year", and "If I may 
choose again, I will choose to work for the current organization." The reliability of the 
scale was .78. Following Mitchell et al. (2001), I averaged items for on- and off-the-job 
embeddedness over their three sub-dimensions into composite scores ( a's= .94 and .82, 
respectively). As with Study 1, I controlled gender, education, firm ownership, positive 
affectivity and negative affectivity. 
4.2.3 Results 
Table 4 shows the means, standard deviations, and correlations for all variables in 
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study 2. As shown in Table 3, three out of five dimensions of the big five personality 
traits are significantly related to on- and off-the-job embeddedness. Neuroticism is 
negatively related to on-and off-the-job embeddedness (r's = -.24 and -.21, bothp < .001) 
whereas extraversion is significantly related to on-and off-the-job embeddedness (r's 
= .27 and .22, both p < .001) Conscientiousness is positively related to on-the job 
embeddedness (r's = .20, p < .001) and off-the-job embeddedness (r's = .17, p < .01). 
The personality traits also have significant relationships with turnover intention. As for 
job embeddedness and the outcome variable, both on-the-job embeddedness and 
off-the-job embeddedness were significantly related to turnover intention (r's = .61 
and .27, both p < .001). As for the effects of personality on the outcome variables, 
turnover intention is significantly related to Neuroticism, Conscientiousness and 





















































































































































































































































































































































































































































































































































































































Structural equation modeling (SEM) was adopted in study 2 to test the hypotheses 
because SEM allows estimation of multiple associations, simultaneously incorporates 
observed and latent constructs in these associations, and account for the biasing effects 
of random measurement error in the latent constructs (Shook, Ketchen, Hult, & Kacmar, 
2004). I adopted the two-step approach to SEM outlined in Anderson and Gerbing 
(1988), as numerous researchers, such as Hoyle and Panter (1995), have recommended. 
The first phase of this approach involves using a confirmatory factor analysis (CFA) 
model to fit to the observed data. The second phase involves comparing a sequence of 
nested structural models to gain information concerning the structural model that best 
accounts for the covariances observed between the exogenous and endogenous 
constructs. I report below results from both phases and results for each individual 
hypothesis. 
Phase 1 : Confirmatory Factor Analysis Model Results 
Results of a confirmatory factor analysis for a ten-factor the measurement model fit 
the data well (x2(360) = 986.67, p < .001, CFI = .94, NNFI = .93, IFI = .94, and RMSEA 
= .070). In addition, the relationship between each indicator and its respective variable 
was statistically significant (p < .001 ), and no significant cross loadings existed, 
verifying the posited relationship among indicators and constructs, and thus, convergent 
validity. For evidence of discriminant validity, the bivariate inter-item correlations in 
Table 2 provide some initial evidence of discriminant validity. No interfactor correlation 
is above the recommended level of .65 (Tabachnick & Tidell, 1996). I next tested 
discriminant validity in several ways. First, the confirmatory factor analysis showed that 
the one-factor measurement model did not fit the data well, (x2(406) = 6141.34, , p 
< .001, CFI = .61, NNFI =.58, IFI = .61, and RMSEA = .199). A chi-square difference 
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test, Xdirr 2 (46) = 5154.67, contrasting this model to the ten-factor model was significant, 
indicating discriminably different factors. For further evidence of discriminant validity, 
an exploratory factor analysis with varimax rotation was conducted on all self-reported 
items for job embeddedness, big five personality traits, positive affectivity and negative 
affectivity. Visual inspection of the scree plot suggested a ten-factor solution. Items for 
turnover intention and the fit and sacrifice dimensions of on-the-job embeddedness 
loaded on factor 1 (however, one sacrifice item did not load at all). Items for the fit and 
sacrifice dimensions of off-the-job embeddedness loaded on factor 2. The links items for 
on- and off-the-job embeddedness loaded on factor 3. Items for the five personality traits, 
positive affectivity and negative affectivity were loaded on seven different factors. 
Results showed no single factor emerged from the factor analysis. The ten factors 
together accounted for 59% of the total variance; the first (largest) factor did not account 
for a majority of the variance (19%). Thus, no general factor is apparent. The separate 
factors for job embeddedness, big five personality traits and positive negative affectivity 
suggest some evidence of discriminant validity. While the results of these analyses do 
not preclude the possibility of common method variance, they do suggest that common 
method variance is not of great concern and thus is unlikely to confound the 
interpretations of results.In testing the mediation effects, I made contrasts between 
sequences of nested structural models to obtain information concerning a better-fitting 
structural model that better accounts for the observed covariances among the latent 
constructs. In evaluating these models, I followed the suggestions of Joreskog (1993) 
and Bollen (1989) to assess (1) model fit using various fit indexes and (2) the 
significance of the completely standardized path estimates, as a test of the model's 
hypotheses. The results for the nested models are reported in Table 5. The first 
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structural model was the full mediation model, which specified the effects of five 
personality traits on the two dimensions of job embeddedness, and from job 
embeddedness to turnover intention, without linking "big five" directly to turnover 
intention, meaning that the impact of personality on turnover intention was only 
channeled through on- and off-the-job embeddedness. The model showed acceptable fit 
to the data (i(449) = 1198.43,p < .001, NNFI = .91, CFI = .93, IFI = .93, and RMSEA 
= .068). Following Cole and Maxwell (2003), I then tested model 2, which was a 
saturated model with all direct paths from five personality traits to turnover intention 
added. As shown, the fit indices of model 2 (x2(444) = 1179.04, p < .001, NNFI = .91, 
CFI = .93, IFI = .93, and RMSEA = .068) were similar to those of model 1, but the 
difference in chi-squares of .19.39 (!1df = 5) was significant using a two-tailed test, 
indicating the existence of the direct paths between big five personality traits and 
turnover intention. I then systematically removed paths that were not significant, the 
model, shown in Figure 4, which provided the strongest fit to the data was a partial 
mediation model that the direct paths between the three personality traits (Extraversion, 
Conscientiousness and Agreeableness) and turnover intention were added. As indicated 
in Table 5, this model had an adequate fit to the data (x2( 446) = 1078.38, p < .001, NNFI 
= .91, CFI = .93, IFI = .93, and RMSEA = .068) and provided significantly better fit than 


























































































































































































































































































































































































































































































































































































































In light of the strong fit of this model, the standardized parameter estimates for 
Model 3 are presented in Table 6 to aid interpretation of the results. According to 
Baron and Kenny (1986), a variable functions as a mediator when it meets the 
following conditions: (1) variations in levels of the independent variable significantly 
account for variations in the presumed mediator, (2) variations in the mediator 
significantly account for variations in the dependent variable and (3) when paths 
between the independent variable and the mediator, and between the mediator and 
the dependent variable are controlled, a previously significant relation between the 
independent and dependent variable is no longer significant, with the strongest 
demonstration of mediation occurring when path between the independent variable 
and the dependent variable is zero. 
TABLE 6 Standardized Parameter Estimates for the paths in Figure 2 
Path description 
On-the-job embeddedness _.Turnover intention 
Off-the-job embeddedness _.Turnover intention 
Neuroticism_. Off-the-job embeddedness 
Neuroticism_. On-the-job embeddedness 
Extraversion -.off-the-job embeddedness 
Extraversion -.on-the-job embeddedness 
Extraversion _.Turnover intention 
Conscientiousness -.off-the-job embeddedness 
Conscientiousness -.on-the-job embeddedness 
Openness to experience -.off-the-job embeddedness 
Openness to experience -.on-the-job embeddedness 
Openness to experience _.Turnover intention 
Agreeableness -.off-the-job embeddedness 
Agreeableness -.on-the-job embeddedness 
Agreeableness _.Turnover intention 
** p < .01 
* p < .05 
Estimates 































To assess condition 1, all five personality traits were significantly related to 
both on- and off-the-job embeddedness. Except for Agreeableness, which had a 
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negative relationship with on-the-job embeddedness (~ = -.48, p < .01) and 
off-the-job embeddedness (~ = -56, p < .01), the directions of the relationships 
between the rest four personality traits were consistent with the hypotheses, 
confirming the effect of exogenous variables on the mediator. These results were also 
consistent with the findings in study 1. 
To assess condition 2, I examined the relationship between job embeddedness 
and turnover intention, consistent with H6, on-the-job embeddedness was 
significantly related to turnover intention (~ = -.73, p < .01). While off-the-job 
embeddedness was significantly related to turnover intention (~ = .24, p < .01), but 
the direction of the relationship was opposite to the hypothesis, failed to support H7. 
Because the Mediator- Dependent Variable relationship was not supported, 
off-the-job embeddedness failed to serve as a mediator. As a result, hypotheses 9a-9e 
were not supported. 
Because using LISREL 8 (Joreskog & Sorbon, 1993) can obtain the direct 
effects, total effects, and total indirect effects of independent variables on the 
dependent variable, to assess condition 3, I examined the indirect impact of 
personality on turnover intention through on- and off-the- embeddedness. Results 
showed that the combined mediation effect was significant for Neuroticism (~ = .22, 
p < .05), Extraversion (~ = -.32, p < .05), Conscientiousness (~ = -.21, p < .05), and 
Agreeableness (~ = -.38, p < .05) on turnover intention. The results provide 
preliminary evidence for the mediating effect of job embeddedness between big five 
and turnover intention. In the second step, following the joint significance test 
method (MacKinnon, Lockwook, Hoffman, & Sheets, 2002), I examined the paths 
between big five and turnover intention via on-the-job embeddedness. The results 
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indicated that on-the-job embeddedness' influences of Neuroticism, Extraversion, 
Conscientiousness, and Agreeableness on turnover intention. Because Agreeableness 
was negatively related to the mediator, which was contradictory to the hypothesis, 
only H8a, 8b, Se were supported. 
70 
CHAPTER 5 DISCUSSION AND CONCLUSION 
In this era of global talent shortage (Zarling, 2006), turnover is an issue of 
concern. The organizational costs associated with turnover in terms of hiring, 
training, and productivity loss costs can add up to more than 5% of an organization's 
operating costs (Waldman, Kelly, Aurora & Smith, 2004 ). The importance of 
turnover is also reflected in the extensive research on employee turnover (Horn, 
Griffeth & Sellaro, 1984; Horn & Griffeth, 1991; Mobley, 1977; Price, 1977; Steers 
& Mow day, 1981 ). Most turnover models suggest that dissatisfaction with the job 
and availability of other jobs are the main reasons for turnover. Mitchell and Lee 
(2001) proposed a new construct, job embeddedness, which increases the probability 
that an employee will stay with the organization in spite of circumstances that might 
lead to turnover. In addition to job satisfaction, job embeddedness broadens the focus 
of turnover research to include issues that attach an employee to his/her job. Mitchell 
et al. (2001) demonstrated the value of job embeddedness in predicting turnover, 
over and above job satisfaction and availability of other jobs, in the US. While job 
embeddedness research has expanded our understanding of why people leave, most 
research has treated the construct as a situational construct. Few empirical studies 
have examined dispositional aspects of job embeddedness. 
This paper is among the first to explore the dispositional nature of job 
embeddedness and seeks to explain, through social identification process and social 
capital theory, why different ties that embed an individual lead to distinctive 
decisions. By doing these, the present study not only opens up a perspective from 
which a new construct can be studied, but also adds to the understating of personality 
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and turnover relationship by framing job embeddedness as a mediator between big 
five and turnover intention, offering a more direct path to study dispositional 
influences on turnover. 
5.1 Key Findings 
In study 1, I tested the relationships between big five personality traits and the 
s1x dimensions of job embeddedness to specify through which aspects of job 
embeddedness are more susceptible to dispositional influences. I hypothesized that 
Neuroticism and Openness to Experience will be negatively related to organization 
and community fit, links and sacrifice, while Extraversion, Conscientiousness and 
Agreeableness will be positively related to the six dimensions of job embeddedness. 
Results showed consistent support for the influences of Neuroticism, Extraversion, 
Conscientiousness, Openness to Experience, on individuals' sense of fit and sacrifice 
in organization and community contest, but not for community and organizational 
links. The consistent non-significant relationships could be result from the measure 
of this study. 
As defined by Mitchell et al. (200 1 ), links are "formal or informal connections 
between a person and institutions for other people". The number of links one 
establishes at work is greatly constrained by the characteristic of the job. For 
example, employees working in large departments tend to interact with more people 
than employees in a small department. And employees whose jobs require teamwork 
tend to have more connections than employees who work independently. Therefore, 
the links one has developed at work, as measured by items such as "How long have 
you been in your present position?" and "How many coworkers do you interact with 
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regularly?" are largely decided by the nature of the job rather an employee's 
personality. Putting in another way, the number of links an individual can have in a 
work setting might not be affective in nature. Personality may play a more important 
role in establishing links when a person is new to the environment. For example, 
extraverts and agreeable people will find it easier to build rapport with colleagues 
and neighbours when they first been to an environment, but as employees spend 
more time in an environment, the number of coworkers or friends they interact daily 
tend to be stable, and personality is less likely to play a dominant role. The average 
tenure of the combined sample was 2.9 years, so employees tend to be familiar with 
the work environment and the number of eo-workers they interact daily is less likely 
to be susceptible to personality difference. 
Similar reason applies to links to community as well. Although compared to the 
organization setting, a person has greater freedom to establish connections off work 
and personality might play a role in meeting new people, the questions asked in the 
survey were unlikely to reflect this dispositional factor. Questions asking respondents 
whether their spouse work outside home or about their house ownership certainly 
addressed salient issues that keep an employee attached to the community, but those 
factors may be difficult to be directly captured by personality. Therefore, it is not 
surprising that none of the five personality traits was related to links to organization 
or community. 
Another unexpected finding was that Agreeableness was negatively related to fit 
and sacrifice. This finding was further confirmed in study 2, which showed that 
Agreeableness was negatively related to job embeddedness and positively related to 
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turnover intention. Previous study treated Agreeableness as being adaptive and 
likable so that they are tend to have more connections and higher job satisfaction 
(Zimmerman, 2008). However, when Agreeableness was considered together with 
Extraversion and Openness to Experience, the effect of likeability and adaptability on 
job embeddedness and turnover might be partialled out by the later two personality 
traits, leaving the negative side of Agreeableness explaining the remaining variance 
of job embeddedness and turnover intention. Among the various study on big five 
personality, little attention has been paid to the negative side of the psychological 
adjustment of agreeable people. But from a social identity perspective (Tajfel & 
Turner, 1986), being conforming can also lead to negative consequence. According to 
social identity theory, any one individual may have multiple sources of identify, and 
those sources or categories may vary in their salience for different individuals and in 
different social contests. According to Liao et al. (2008), agreeable people can form 
social identity more easily because they may perceive less deep-level dissimilarity. 
However, agreeable people's tendency to be conforming to others and having 
multiple identities in the same group could reduce an individual's sense of fit. 
Agreeable people may be more likely to confront with social dilemma because of the 
conflicts among the groups with which they have formed social identity. In this 
situation, agreeable people may feel stressed arising from the conflict of identity and 
face dissatisfaction from the group members, because members from different groups 
tend to question the identity of the focal person, making agreeable people feel less fit 
in the current environment and prone to leave. Meanwhile, to be conforming to other 
people while avoiding the conflict of identity among different groups, agreeable 
people might deliberately avoid establishing strong identity with a particular group. 
Therefore, withdrawal from the organization would not be detrimental for their 
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self-concept, and they naturally feel less embedded in the current environment. 
Another possibility is that agreeable people are less likely to feel fit to the 
environment because of the extensive network provides them with more information 
about working opportunities outside the current environment, and grants them the 
necessary contacts that can help them make a move. And because of their social 
facility, it is easier for them to move to a new environment without feeling sacrificed 
a lot. As a result, agreeable people tend not to embed themselves in the current 
organization and more willing to leave. 
In the mediation test, one of the unexpected but intriguing finding was that 
off-the-job embeddedness could increase the probability of turnover. Job 
embeddedness was described by Mitchell et al. (200 1) as "like a net or a web in 
which an individual can become stuck". One who is highly embedded has many links 
that are close together (not highly differentiated). Being embedded could be seen as 
being enmeshed in a network. Therefore, I will try to explain why off-the-job 
embeddedness from a network perspective. Network ties, whether expressive or 
instrumental, with individuals outside of one's work place are likely to increase 
turnover intention. Having more expressive ties externally reduces the focal 
person's social identity with colleagues as well as lessens the tendency to negatively 
stereotype outside groups (Rao et al., 2000). Expressive ties with out-group 
members are therefore likely to reduce the focal person's attachment to eo-workers. 
Based on the existing evidence of the inverse association between constituent 
commitment and turnover (Griffeth et al., 2000), external expressive ties will 
therefore be associated with a greater desire to leave the group. It is well established 
in the network literature that instrumental ties with individuals outside of an 
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organization provide the focal person access to more diverse knowledge and insights 
(Monge et al., 1985; Cliffe, 1998). They can also serve as a bridge to other groups 
(Granovetter, 1973), providing the focal person an understanding of what is 
happening elsewhere. Of relevance here is the fact that external instrumental ties 
are a source of information about job market opportunities (Bian, 1997). Having 
more instrumental ties from outside the organization is therefore likely to be 
associated with higher quit intention. In other words, the ties outside the organization 
may reduce the psychological and material cost of leaving. Drawing from the above 
argument, although the measure of job embeddedness only counted the number of 
links an individual has in an organization or community without further 
differentiated the nature of the ties individuals have outside work place, the higher 
number of ties people have established, or the more they feel attached to an 
environment outside the current work setting, the more likely that turnover will have 
a smaller impact on them. 
5.2 Implications 
The present study offers important implications for both research and practice in 
personnel selection. Although various studies concerning dispositional approach to 
turnover have been conducted (see Zimmerman, 2008), most researches still apply 
traditional precursor of turnover such as job attitudes and job alternatives to explain 
the relationships. While the paper adds to the empirical evidence for the dispositional 
aspects of turnover by studying personality and why people stay, the findings make 
unique contribution to the field of turnover study by extending the relationship to 
five- factor personality model and job embeddedness. For researchers, it offers a new 
perspective through which job embeddedness can be studied. Although mainly 
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consists of contextual factors that can enmesh individuals to their jobs, job 
embeddedness might not be a situational construct only. Unveiling the differences in 
individuals' tendency of becoming job embedded highlights job embeddedness' 
potential to be a dispositional construct and opens up a direction in which the 
construct can be prolifically studied. 
From a practitioner's standpoint, the links between personality and job 
embeddedness give HR specialists stronger confidence in using personality tests in 
personnel selection; not only to select employees who will succeed, but who will 
remain in the organization. Compared with other HR practices that aim at employee 
retention, which usually work through increasing employees' job satisfaction and job 
commitment, personnel selection is easier to operate and lower in cost. Although 
most organizations use applicant information to select employees based on predicted 
future job performance, using pre-hire information to minimize future turnover is 
important as well. As the costs of turnover have been estimated at 50% - 100% of an 
employee's annual compensation (Horn & Griffeth, 1995), avoiding, or at least 
delaying, employee turnover can help organizations reduce these costs. Additionally, 
because turnover has been shown to relate to other important organizational 
outcomes such as customer satisfaction and productivity, organizations who select 
for retention can minimize these detrimental effects as well. 
5.3 Limitations and Future Directions 
The study has a number of limitations. Because the current study serves as an 
initial exploration of the job embeddedness from an aspect that the construct was not 
intended to address when it was originally developed, no established theories are 
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available to serve as the mechanism through which the hypothesized model can be 
explained, serving as a major concern for the study. However, due to the exploratory 
nature of the study, this deficiency will be overcome as more and more studies 
emerge in this area. 
Furthermore, the data were collected at one point in time, and the cross 
sectional design of the research limits generalizability. This should be addressed 
through longitudinal assessment of the variables of interest. But several procedures 
were performed to reduce the effects of common method variance. First, Harman's 
one factor test was conducted. A 13-factor measurement model adopted in study 1 
and a ten-factor measurement model applied in study 2 were compared with a one 
factor model. Chi -square difference tests contrasting the two measurement models to 
the one-factor model was significant, indicating discriminably different factors. For 
further evidence of discriminant validity, an exploratory factor analysis with varimax 
rotation was conducted on all self-reported items for job embeddedness, big five 
personality traits, positive affectivity and negative affectivity. Visual inspection of 
the scree plot suggested a ten-factor solution. Items for turnover intention and the fit 
and sacrifice dimensions of on-the-job embeddedness loaded on factor 1 (however, 
one sacrifice item did not load at all). Items for the fit and sacrifice dimensions of 
off-the-job embeddedness loaded on factor 2. The links items for on- and off-the-job 
embeddedness loaded on factor 3. Items for the five personality traits, positive 
affectivity and negative affectivity were loaded on seven different factors. Results 
showed no single factor emerged from the factor analysis. The ten factors together 
accounted for 59% of the total variance; the first (largest) factor did not account for a 
majority of the variance (19%). Thus, no general factor is apparent. The separate 
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factors for job ernbeddedness, big five personality traits and positive negative 
affectivity suggest some evidence of discriminant validity. While the results of these 
analyses do not preclude the possibility of common method variance, they do suggest 
that common method variance is not of great concern and thus is unlikely to 
confound the interpretations of results. While turnover intention does not fully 
predict actual turnover, Horn and Griffesh ( 199 5) that intent to turnover is a very 
strong predictor of actual turnover. Future research should assess actual turnover to 
determine if the relationships estimated in the present study indeed hold up with 
turnover as an outcome of interest. 
The five- factor model, although powerful in describing personalities, can still be 
insufficient. It is hoped that these shortcomings will spur other refined research into 
job ernbeddedness, Future research on job ernbeddedness could focus on other 
dispositional factors, such as the positive and negative affectivity mentioned in the 
previous sections. Considering individual differences in perceiving foregone costs, 
constructs such as risk seeking and locus of control, might enrich our understanding 
of why sacrifice dimension plays more important a role for some people but not 
others. In the analysis, I mentioned that individuals' sense of fit might be more 
pertinent to quit intention in the early stage of their career. Future research could 
focus on if people's job ernbeddedness fluctuated with career stages. Similarly, it is 
also meaningful for researchers to study under what psychological process, will 
stayers develop a sense of job embeddedness. While overall job embeddedness was 
supposed to be important in all cultures, there were differences in the relationship of 
each dimension to turnover that differed based on country, which calls for more 
systematic research conducted in a cross-cultural context. 
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APPENDIX A Questionnaire used in this study (English version) 
Job embeddedness 
Mitchell, T. R., Holtom, B. C., Lee, T. W., Sablynski, C. J., and Erez, M. 2001. 
Why people stay: Using job embeddedness to predict voluntary turnover. 
Academy of Management Journal, 44: 1102-1121. 
Fit to Community 
1 I really love the place where I live 
2 The weather where I live is suitable for me 
3 This community is a good match for me 
4 I think of the community where I live as home 
5 The area where I live offers the leisure activities that I like (sports, 
outdoors, cultural, arts) 
Fit to Organization 
6 I like the members of my work group 
7 My coworkers are similar to me 
8 My job utilizes my skills and talents well 
9 I feel like I am a good match for this company 
10 My values are compatible with the organization's values. 
11 I can reach my professional goals working for this organization. 
12 I feel good about my professional growth and development. 
13 I fit with the company's culture 
14 I like the authority and responsibility I have at this organization 
15 If I stay with this organizsation, I will be able to achieve most of my goals. 
Links to Community 
16 My family roots are in this community 
17 How long have you lived in your community? 
18 How many family members live nearby? 
19 Are you currently married? 
20 If you are married, does your spouse work outside the home? 
21 Do you own the home you live in? 
22 How many of your close friends live nearby? 
Links to Organizational 
23 How long have you been in your present position? 
24 How long have you worked for this company? 
25 How long have you worked in the industry? 
26 How many coworkers do you interact with regularly? 
27 How many coworkers are highly dependent on you? 
28 How many work teams are you on? 
29 How many work committees are you on? 
Community-related Sacrifice 
30 Leaving this community would be very hard 
31 People respect me a lot in my community 
32 My neighborhood is safe 
33 If I were to leave the community, I would miss my non-work friends. 
34 If I were to leave the community, I would miss my neighborhood. 
Organization-related sacrifice 
35 I have a lot of freedom on this job to decide how to pursue my goals 
36 The perks on this job are outstanding 
3 7 I feel that people at work respect me a great deal 
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3 8 I would sacrifice a lot if I left this job 
39 My promotional opportunities are excellent here 
40 I am well compensated for my level of performance 
41 The benefits are good on this job 
42 The health-care benefits provided by this organization are excellent 
43 The retirement benefits provided by this organization are excellent 
44 The prospects for continuing employment with this company are excellent 
Positive Affectivity and Negative Affectivity 
Watson, D., Clark, L. A., & Tellegen, A. (1988). Development and validation of 
brief measures of positive and negative affect: The PANAS scales. Journal of 





















Big Five Personality Traits 
MaCrae, R. R., & Costa, P.T., Jr. (1987). Validation of the five-factor model of 
personality across instruments and observers. J oumal of Personality and social 
psychology, 52(1 ), 81-90 
1 Calm Worrying 
2 At ease Nervous 
3 Unemotional Emotional 
4 Secure Insecure 
5 Objective Subjective 
6 Patient Impatient 
7 Retiring Sociable 
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8 Cold Warm 
9 Quiet Talkative 
10 Passive Active 
11 Unfeeling Passionate 
12 Submissive Dominant 
13 Conventional Original 
14 Uncreative Creative 
15 Simple Complex 
16 Inartistic Artistic 
17 Uncurious Curious 
18 Prefer routine Prefer variety 
19 Ruthless Soft hearted 
20 Uncooperative Helpful 
21 Rude Courteous 
22 Critical Lenient 
23 Disagreeable Agreeable 
24 Serious Cheerful 
25 Careless Careful 
26 Disorganized Organized 
27 Sloppy Neat 
28 Late Punctual 
29 Aimless Ambitious 
30 Unenergetic Energetic 
Turnover intention 
Cammann, C., Fichman, M., Jenkins, D., & Klesh, J. (1979). The Michigan 
Organizational Assessment Questionnaire, unpublished manuscript, University of 
Michigan, Ann Arbor, Michigan. 
I often think of leaving the organization 
It is very possible that I will look for a new job next year 
If I may choose again, I will choose to work for the current organization 
96 
APPENDIX B Questionnaire used in this study (Chinese version) 
甲: 以下是对公司工作环境及个人感受的一般描述，当中没有对错之分。请圈
















































































































































































































32. 我很可能在明年会寻找新的工作 1234567 
乙:以下是关于个人特质相反的形容词 ， 请您圈选最能代表您的数字 ， 例如 :
第一条中， "1" 代表一个人非常镇定，而 "7" 代表个人很容担心 。
(1) 镇定 2 3 4 5 6 7 容易担心
(2) 轻松 2 3 4 5 6 7 紧张
(3) 情绪稳定 2 3 4 5 6 7 情绪化
(4) 有安全感 2 3 4 5 6 7 没安全感
(5) 客观 2 3 4 5 6 7 王观
(6) 有耐性 2 3 4 5 6 7 没耐性
(7) 爱独处 2 3 4 5 6 7 爱社交
(8) 冷漠 2 3 4 5 6 7 温情
(9) 安静 2 3 4 5 6 7 健谈
(10) 被动 2 3 4 5 6 7 王动
(11) 无情 2 3 4 5 6 7 热情
(12) 顺从 2 3 4 5 6 7 喜欢作主
(13) 遵循传统 2 3 4 5 6 7 与众不同
(14) 少创意 2 3 4 5 6 7 多创意
(15) 简单 2 3 4 5 6 7 复杂
(16) 少艺术气质 2 3 4 5 6 7 多艺术气质
(17) 不好奇 2 3 4 5 6 7 好奇
(18) 喜欢常规 2 3 4 5 6 7 喜欢变化
(19) 暴虐 2 3 4 5 6 7 菩萨J心肠
(20) 不合作 2 3 4 5 6 7 爱帮助别人
(21) 粗野 2 3 4 5 6 7 有礼貌
(22) 爱批评 2 3 4 5 6 7 见与￥ J子s 
(23) 不随和 2 3 4 5 6 7 平易近人
(24) 严肃 2 3 4 5 6 7 开朗
(25) 末日 J心 2 3 4 5 6 7 细心
(26) 没组织性 2 3 4 5 6 7 有组织性
(27) 不整齐 2 3 4 5 6 7 整齐
(28) 迟到 2 3 4 5 6 7 准时
(29) 无目标 2 3 4 5 6 7 有雄J心
(30) 缺乏活力 2 3 4 5 6 7 充满活力
丙:以下形容词为形容个人感受的一般描述 ， 当中没有对错之分 。 请圈出您认







容易对事物产生感兴趣的 2 3 4 
2. 忧虑的 2 3 4 
3. 兴高米烈的 2 3 4 
4. 心烦的 2 3 4 
5. 坚强的 2 3 4 
6. 容易内疚的 2 3 4 
7. 恐惧的 2 3 4 
8. 有敌意的 2 3 4 
9. 热情的 2 3 4 
10. 自 豪的 2 3 4 
1 1.易怒的 2 3 4 
12. 思维敏捷的 2 3 4 
13. 羞愧的 2 3 4 
14. 有灵感的 2 3 4 
15. 紧张的 2 3 4 
16. 坚决的 2 3 4 
17. 关心的 2 3 4 
18. 焦虑的 2 3 4 
19. 活跃的 2 3 4 
20. 害怕的 2 3 4 
丁:个人资料
1. 您的性别是:口男 口女
2. 您的年龄是:口20 或以下 口21-30 口 31-40 口 41-50
口 51 -60 口 61 或以上





6. 您在该公司任职多久 : 年 个月(例如: 2 年 3 个月〉





5 6 7 
5 6 7 
5 6 7 
5 6 7 
5 6 7 
5 6 7 
5 6 7 
5 6 7 
5 6 7 
5 6 7 
5 6 7 
5 6 7 
5 6 7 
5 6 7 
5 6 7 
5 6 7 
5 6 7 
5 6 7 
5 6 7 
5 6 7 
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8. 您目前的职位或头衔:
9. 你在目前居住的地方居住了多久? 年
10. 有多少位家庭成员住在附近? 人
1 1.你是否拥有现在住房的所有权?口是 口否
12. 有多少位亲密的朋友住在附近? 人
13. 你与多少同事经常接触?
14. 有多少同事高度依赖于你?
15. 你参加了多少个工作团队?
16. 你加入了多少个工作委员会?
人
人个水
AU AU 唱，
EA
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